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FOREWORD

From a historical standpoint, formulating,
planning, and implementing the CIA “"second-career"
counseling program began with the establishment of
the CIA outplacement program in February 1958; and,
because they were-so interrelated, this historical
effort must also take account of developments in
retirement counseling and retiree placement. The
growth of these three activities reflects favorably
upon the ability of Agency management to recognize
the need for, as well as to establish in a timely man-
ner, specialized personnel programs to meet changing
administrative conditions.

An earlier phase of employee assistance acti-
vities in the Office of Personnel was initiated in
1955 in the Employee Relations Branch of the Per-
sonnel 'Assignment Division (PAD), but the counseling
and assistance was largely reserved for newly-
appointed clerical personnel who, in the Agency's

final EOD processing, were not able to meet the

organization's full employment standards. When the
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outplacement program was established in February 1958,
these activities along with a female clerical counselor

were transferred to the Outplacement Branch.
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THE RELUCTANT RETIREES: OUTPLACEMENT, "SECOND-CAREER"

COUNSELING, AND RETIREE PLACEMENT, 1957 - 1967

I. Outplacement-Initial Phase

The need for an Agency outplacement counseling
program was discussed during 1957 by Mr. Gordon M.
Stewart, the Director of Personnel, not only with
Agency personnel officers, but also with key officials
in the DDP, DDI, énd other components of the DDS._l/
These talks indicated that there were indeed an un-
determined number of staff officers in the medium
and higher grades within the Agency who were either
being carried in excess of Agency needs for the
skills théy represented or else had reached the
point in their own professional and personal develop-
ment where it would be desirable for them to find
employment outside the Agency.

The obsolescence of skills was caﬁsed, in part
at least, by the rapid growth of the Agency and sub-
sequeng chaﬁges in its operational orientation.
Professional dissatisfaction could also result from
the nature of intelligence work itself. It was
believed that there_were employees in the Plans and

Intelligence Directorates who felt that, whereas

£
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their work in the Agency had been rewarding and use-
ful up to a point, it tended with time to become
repetitious, lacked challenge, and did not hold
inviting prospects for the future. The proposai'of
the Director of Personnel for an outplacement program
reflected an early awareness of what was later to
become an increasingly important facet of the Agency's
manpower management role.

It was apparent that what was needed was an
administrative procedure that would enable manage-
ment to channel those officers who wished voluntar-
ily to relocate with other Federal agencies, academic
institutions, or private organizations. An "in-depth" .
analysis of any segment of the employee population
would have revealed, one'caﬁ be sure, a number of
dissatisfied and disenchanted individuals whose
performance would have ranged from excellent to
margina}, de?ending upon the individual officer’'s
abilitflto adjust to his administrative environment.

While considering the need for the outplace-

ment program, the Director of Personnel also recog-

~ nized the need for and proposed a selection-out

£
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program_ 2/ which institutionalized a means for Agency'
management "to identify and release from employment
persons whose effectiveness was substandard."* As
time went on these two programs operated quite closely
togéther, although the actual character of the out-
placement program shifted somewhat from Mr. Stewért's
original concept. Although many other Federal agencies
had, at the end of World War II, established model .
outplacement programs, their experiences were not
heavily drawn upon by Mr. Stewart in planning the

CIA outplacement charter. He envisioned a more
responsive endeavor to meet anticipated Agency
needs--particularly in placing senior Agency

officers within the Federal sector. Accordingly,

* Although Agency management approved formal selec-
tion~out procedures and the outplacement program in
1958, management did not deem it necessary to forma-
lize a reduction-in-force (surplusing) procedure at
that time. As a result, for three years the Out-
placement Branch informally conferred with the Career
Service Heads on individual "surplus" cases and fur-
nished counseling services as required. In February
1961, | } Separation of Surplus Personnel
(later reissued as [ ]established Agency pro-
cedures under which Agency surplus personnel could
be identified and appropriate administrative action
taken. .
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the focal point of the CIA outplacement effort was
to be at the DCI-Agency level rather than at the
Office of Personnel level. The parameter of the
outplacement philosophy was formulated as a result
of a series of discussions held in late 1957 and
early 1958 by Mr. Stewart with Mr. Rocéo Siciliano,
the Special Assistant to the President for Personnel
Management, and'Mf. Joseph Winslow, a subordinate
of Mr. Siciliano. The White House staffers were
of the opinion that the heads of the executive
departments and agencies, under the guidance of

the White House, would and should be made to
realize that the acceptance of certain ex-CIA
people into théir ranks would be in the interest

of the overall Government effort and would in no
significant way upset or adversely affect given
personnel programs._ 3/

These two advisors also offered several ideas
that tﬁéy considered basic‘to a successful outplace-
ment program in the CIA, an agency exempted from
Civil Service rules and regulations. As an "exempted"

agency, Mr. Siciliano suggested that the first step

‘the CIA should take would be for Agency officials

—4-\
£
‘I

Approved For Release 2003/0§I§E%I§IDP90-00708R000200160001-0

R R A S & theion 1L N TTL S g 40 b LT el 4 SRR ST T B T DTN IND i AT LIPS L T e TRTUES SR HOPVE R OIS VN LA RUTRe R E

Btk i —_ T e L v mm K



Approved For Release 2003/02BCRERDP90-00708R000200160001-0

to open discussions with representatives of the
United States Civil Service Commission (CSC) in.
order to propose the development of a CSC-CIA
personnel interchange agreement along the lines‘
of the CSC-AEC interchange agreement that had
been approved in May 1957. Such an agreement
provided immediate eligibility and Civil Service:
status to qualified "excepted agency”" employees
ﬁpon accepting appointments in the competitive
civil service system of the Executive Branch.¥
Mr. Siciliano also expressed the view that
once the. Personnel Interchange Agreeﬁent was
approved, the Director of Personnel should -have
"lists” of names of Agepcy‘candidates drawn up,
along with the names of the Agencies or depart- ‘ ;
ments of interest to each, so that the Director-
of Central Intelligence, accompanied by Messrs.

Stewapt and Siciliano, could discuss the Agency's

* The question of Civil Service eligibility is
discussed in a later portion of this report.
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personnel outplacement activities with the Secre-
taries of the several departments as well as
appropriate agency heads. Once agreement was
reached between these officials, the outplace-‘
ment officers could advise the individuals con-
cerned and take steps to complete their trans-
fers to the receiving organization.

As follow-up, Messrs. Lyman Kirkpatrick,
Inspector General of CIA, and Stewart had a
luncheon engagement with these White House staffers
in December 1957. 4/ They again discussed the
Agency manpower problems in considerable depth
reaffirming previous discussions.* Thus, with
a long-time interest in Aggncy personnel manage=-

ment, Mr. Kirkpatrick strongly encouraged the

* According to the comments of Mr. Kirkpatrick
at the 56th meeting of the Career Council on

30 Apnil 1959 5/ the Director of Personnel had
invited Mr. Siciliano to[_____ ]during the
Fall of 1957 as part of an Agency orientation
tour. While there they had discussed the
Agency's need for both an early retirement
program and a high-powered executive outplacement

25X1A
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Director of Personnel to plan an accelérated re-
tirement program that would include the develop-
ment of a mechanism through which the movement
(into other organizations) of senior personnel
who had passed‘the period of greatest usefulness
in staff status could be acéomplished. With

the encouragement of these officials, Mr. Stewart
conceived the idea of the outplacement program
which was approved by the DCI on 17 February
1958 following the informal concurrence of the
entire membership of the Agency Personnel policy

body - the Career Council.*

program in order to accelerate the movement of

senior intelligence personnel into other fields
of endeavor upon determining that, for various

reasons, their potential in intelligence might

be limited.

* CIA Career Council Membership 1957-58
Gordon M. Stewart, D/Personnel, Chairman
Robert! Amory, Jr., DDI, Member

Lawrence K. White, DDS, Member

Richard Helms, COP-DDP, Alternate for DDP
Lyman Kirkpatrick, IG, Member

Matthew Bai ember
I D/Commo, Member

| Executive Secretary, OP

%
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On 17 February 1958, the DCI signed the memo-
randum (Attachment A} which established formal Per-
sonnel Selection-Out procedures.* That administra-
tive document also included the statement "and (in
meritorious cases) for assistance in obtaining |
other employment." This étatement, then, became
the basic charter.for the outplacement program
which was immediately established in the Office of
Personnel.

During theée first, formative &ears, Mr. Stewart
had considerable personal interest in the development

of the Agency outplacement program. Under his direc-

* For some time previous to 1958, the Agency had been
handling selection-out cases on an informal basis using
the DCI's termination authority in Section 102c of P.L.
110. However, under Section 14 of the Veterans' Read-
justment Act of 1944, Agency veterans selected out
could appeal to the C€SC. The CSC's critical review,
during one such appeal case, of the Agency's informal
administrative termination procedures brought the fact
home that the Agency needed a formal selection-out pro-
cedure that could be clearly supported if the CSC (or
one of the US courts) should become an appeals body.

At this time, both the CSC and courts were emphasizing
the need for agencies to have established formal term-
ination procedures so that the reviewing body could
ascertain that the employee appellant had been given

a fair administrative hearing.

£
"
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tion, the outplacement officers provided guidance and
assistance to Agency staff employees who had either
become surplus to Agency program needs or who for
personal reasons decided that a long tenure with- CIA
might not be beneficial either to themselves or to
the Agency. With respect to Mr. Stewart's basic
philosophy, he maintained that unhappy employees were
anti-productive a&d the long-term benefit fo the
Agency would be to provide outplacement assistance
for such individuals. He decided that a highly flex-
ible program was needed and, as Agency officials
levied various counseling requirements (not only for
staff but'also for contract employees, staff agents,
military staff agents, etc.) on the outplacement
program, Mr. Stewart ultimaﬁely endorsed the counsel-
ing of all types of employees including "volunteers."
For several years, the "volunteers® were, in fact,
self-referrals and were treated in a confidential
manner\Without concurrence of the employees' Career

Service Boards.¥®

* This type of service was eventually frowned upon

by top management and the DDS, in 1964, decided that
all employee "volunteer” clients would have to secure
the concurrence of their Career Services for outplace-

-9 -
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Initially, the Outplacement Branch was assigned
to the Personnel Operations Division. The three-

employee staff worked out of the office of the Chief,

The staff members were: Mr.

the outplacement officer for governmental

placements; for industrial and 25X1A

academic opportunities; and a 25X1A

psychiatric social worker who handled clerical
referrals and cases having psychological implications.
Even though the Director of Personnel strongly
championed the program from the outset, the outplace-
ment program got off to a rather poor start, largely
because of the administrative opposition resulting
from the linking of the selection-out program to the

outplacement program in its.charter memorandum. It

ment assistance._6/ With respect to "volunteers,"

it was found that when the Career Services were
adv1sed about the employee s employment interests,

they we're usually in agreement that such counsel-

ing should have been provided and, if they had been
asked, they would have concurred. Thus, for the
record, perhaps the initial "full-service" policy
should have been more widely broadcast, thus avoid-
ing any inference of clandestine counseling operations.

- 10 -
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was therefore certainly understandable that Agency
officials conecluded that the outplacement program
was merely an adjunct of selection~out. Agency
rumors were along the lines of "outplacement for
selection-out cases only."

A restrictive charter was never intended.
Accordingly, Mr. Stewart, who was firmly convinced
that the outplacément program should not be limited
to counseling a single category of employees, in-
formally directed that the outplacement officers
undertake an internal publicity campaign to acgquaint
management with outplacement's broadened service
role; during 1958 and 1959, briefing sessions were
scheduled with the 22 career service héads._l/
Emphasis was given to the fadt that the outplacement
program had been established to furnish immediate
assistance to the heads of the career services who
wished to make referrals to outplacement of all
types.'of organization employees (rather than only
staffl._g/v It was also noted ﬁhat in setting
priorities for outplacement assistance they would

be based on concentrated support for those officers

. Wwith meritorious Agency records. In other words,

- 11 -~
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while the outplacement officexrs could indeed work
with the marginal employees who might be channeled
through the selection-out procedure, it was stressed
that the outplacement program was independent and
was beat geared to work with candidates of high
professional caliber.*

Mr. Stewart's enlargement of the scope of out-
placement activity afforded the heads of the career
services a direct referral system once they had re-

viewed their manpower assets in light of both chang-

ing program requirements and changing career interests
of their staff officers. Unfortunately full advantage

was not taken of these available outplacement counsel-

ing services. While a small number of career service

heads did avail themselves- of this new support service,
the majority did not. In fact, Agency reaction to this
program was, at best, lethargic. Perhaps, this change

in administrative philosophy was too drastic a switch

! :
from the previous philosophy of permitting terminated
officers to either "sink or swim® insofar as finding

post-Agency employment was concerned.

* See Attachments B and C.

-12 -
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During 1958, the firxrst year of the outplacement
program, a major portion of the outplacement staff's
time was spent in developing internal procedures; in
working out viable and rational relationships with
the staffs of the personnel gecurity and cover prb-
grams of the Agency; and in exploiting both internal
and external contacts in an attempt to develop var=-

ious types of emﬁloyment lead sources. It soon

became apparent to the Agency

outplacement officer dealing with US Government
agencies, that CIA personnel interested in other
Federal employment would be faced with meeting

"new enﬁry" (into government employment) require-
ments including standing for examinations and the
attendant long-drawn-out processing procedures.
(This problem is dealt with in greater detail later
in this study.) However, another "exempted" agency,
the AEC, secured in 1957 a Personnel Interchange
Agreeﬂent (PIA) with the CSC under which AEC
personnel were permitted relatively free movement
into the competitive service without being subjected

to the CSC examination process.

- 13 -
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The PIA was premised upon the CSC evaluation
and acceptance of the AEC personnel program, an in-
dependent merit system, as comparable to that of
the competitive service. Since its inception,‘CIA
had also developed a reasonably strong personnel
merit system which would have met the CSC require-
ments if the Agency were to become a little flexible.
As a result, CSC and AEC officials were informally
contacted several times during 1958. Of primary
importance was the question of what the Commission
would expect of the Agency if it were to.approve a
PIA for CIA. A telephone conversation in March 1958
between|[::::::::] and Mr. John Scott, the Commission
officiél responsible for coordinating PIA requests.
from exempted agencies,'quickly revealed that the
Agency would be faced with the CSC requirement for
veteran applicants to be granted preference over
non—veFerans._g/ (This had not been an Agency prac~
tice as anlexempted agency and was to become one of
two major stumbling blocks for Agency management
in considering whether or not to seek such an ar-

rangement.)10/ Discussions were also held with

" Messrs. Henry Jenkins and Gordon Swindel, AEC per-

sonnel officers who had worked closely with the CSC

- 14 -
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inspectors when they surveyed the AEC merit system
to determine how well it met CSC requirements.

The AEC survey took two years, principally
because AEC was the first Agency to request a per-
sonnel interchange agreement. CIA representatives'
were also interested to learn that the CSC inspec-
tors did not have to be granted "Q" clearances
since they had no need for substantive AEC informa-
tion of a classified nature. Obviously, protection
of its sourceé, methods of collection, and informa-
tion would be critical in any Agency-CSC arrangements,
too.1ll/

The CSC requirements were, in reality, quite.
reasonable in the sense that an evaluation of the
Agency personnel selection and processing procedures
could be easily justified, since the CSC only wanted
to be sure that the CIA merit system was equivalent
to that of the competitive service. It was explained
by thehbommission also that there would be require-
ments that the Agency recognize Qeteran's preference
in hiring new applicants and that vacancies,.for
which external recruitment was to be undertaken,

would have to be fully publicized so that "all

4
’
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interested applicants would be informed and, if
interested, could apply." Indeed, these require-
ments had been set in stone in the CSC-AEC Person-
nel Interchange Agreement approved by CSC 10 May.
1957.12/ (See Attachment D.)

However, another idea continued to plague
Agency administrators--that once the Agency had
entered into a CSé interchange agreement, the CSC
would, or could, for example, levy a requirement
on the Agency to hire some employees from another
Agency undergoing a reduction in force. This
supposition was disclaimed by CSC representati§es,
but the idea,‘once planted, remained. Even though
Mr. Siciliano had strongly recommended the securing
of a CSC-CIA agreement, those administrative re-
quirements that could be levied by the CSC on the
Agency made Agency management decide against seeking
such a contract. However, this subject has continued

' .
to comé up for discussion from time to time.*

* Particularly after each signing of an Executive .
Order granting transfer rights to White House employees,
Legislative and Judicial Branches' employees, and, most
recently, Foreign Service officers.

3’
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Without a personnel interchange agreement, those
Agency employees who wished to seek other Federal em-
ployment would have to go through the regular CSC
examination process and stand their chances along
with the general public in being considered and‘
selected for other Federal position vacancies. The
lack of such an agreement naturally had an important
effect on both the planning and operation of the out-
placement program. Messrs. Siciliano and Stewart
envisioned the CIA outplacement program as a high
level inter-agency placement operation to be handled
on an individual case basis by the DCI and the heads
of the agencies to which CIA officers wished to trans-
fer. The key to the success of these proposed high-
level arrangements would have been tied into CIA
securing a personnel interchange agreement which
would have given the head of the receiving agency
authority to make an appointment of a CIA officer
into g'comﬁetitive service position based upon his
qualifications and tenure in the CIA mérit system.
Without such an agreement, aéency heads-in_the com-

petitive service would not have any sufficiently

. broad appointment authority to transfer CIA officials

into the competitive system.
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a former Chief of the Outplace=

ment Branch® has recalled that Mr. Gordon M. Stewart,
the Director of Personnel, not only took a keen per=-
sonal interest in the initial, informal plannihg

phase of the outplacement program, but also maintained
close rapport with the outplacement officers through-
out his tenure as Director of Personnel. As a result

of his long-term exposure to Agency operations, Mr.

Stewart felt strongly that many of his Agency peers

would, if they were to leave the intelligence field,
be interested, on the one hand, in careers in the
academic world, or, on the other, with large US cor=-
porations having internatioﬁal divisiops requiring
officers interested in living abroad and possessing
specialized linguistic ability and foreign area knowl-
edges. He often cited stories that he had heard about
the outplacement successes of MI 5 and MI 6 in their
Placements of retired British intelligence officers

'

into such British-controlled concerns as ILever Brothers,

Ltd., and other large organizations.

* [::::::::]served as Chlef, Outplacement Branch from

‘the program's inception in 1958 until 1966.
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To a lesser degree, Mr. Stewart also appreciated
the fact that some officers might prefer to continue
a governmental type career in another Federal organi=-
zation or even in units at the state and/or local
levels. In these instances, CIA managerial experience
and administrative know-how would be among the assets
that these officers could offer. With these ideas
in his mind, one can readily undérstand why the
Director of Personnel felt that the most realistic
division of effort in the Outplacement Branch should
be between academic/industrial placements and govern-
mental (all levels) placements. Of course, the fact
that the two senior outplacement ocfficers assigned

to the program had specialized backgrounds in each

" of these areas, reinforced this thinking.

During 1958, the first year of the program,
this division of effort was tried. It worked well
insofar as the assignment and completion of initial
staff“;ork hecessary to getting the program under-
way was concerned. For example, the exploitation
of industrial and academic employment lead sources

in no way followed the pattern used in developing

- Federal and other types of governmental employment

- 19 -
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lead sources.* The same was tfue in ascertaining
employment standards in these different areas as
well as in resolviﬁg employee~clients' security
and cover problems and gﬁiding them toward work-
able arrangements according to such.empioyment
goals. |
However, t@e premise that the individual CIA
employee~client would be inclined to pursue one
employment area exclusively was found to be incorrect.
One finds that Agency professional employees who did
use the outplacement facilities invariably decided

to exploit all possible employment areas. (The

*  Governmental employment .opportunities, in all

jurisdictions, are subject to "conditions of
employment" requirements (veteran's preference,
jurisdictional citizenship, examinations publi-~
cized with a lengthy application period suffi-
cient to permit all qualified citizens an oppor-
tunity to apply, etc.). Academic and industrial
institutions, on the other hand, use the "direct-
hire"‘épproach_of offering immediate employment
to those that meet their educational and experi-
ence qualifications standards.

- 20 -
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only exceptions were those cases for which the Office
of Security specified that certain types of employment =-
affiliation with various international organizations ==
was not acceptable. Rather than continue having the
two outplacement officers deal with the same employee-
client, one for industrial/academic and the other on
governmental employment opportunities, it was decided
to have both offiéers develop expertise in all employ-
ment areés and thus fully service each client's
employment requirements. This, in the final analysis,
was the only logical solution. It worked out well,
and, at the same time, gave the staff more flexibility.
" Another procedural change was implemented as
a result of the staff's findings during the first
years of operation. It was found that employment
lead data were extremely perishable, and frequently
sensitive as Well. Experience also showed that it
was_difficult to convince many organizations to -
even ébhsidér CIA employees as potential candidates
(largely because of their unknown qualities or
assets),. To compound the matter, in those cases

when an official would make available job leads

‘with the understanding that the outplacement

. officers would be referring candidates shortly

- 21 =
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the Agency soon became notorious for the frequency
with which its potential candidates proved to be
"no shows."* The impact on the Agency's public
relations was definitely negative.

To improve its "image," the outplacement
officers decided to shift their employment search
to a client-based effort, with an outplacement
officer handling his individual client throughout
the duration of his interest in employment search
assistance. This approach was highly specialized
and more time-consuming but also more rewarding

than the one previously followed. In addition, it

* By 1958 several hundred Agency officers at the
GS-13 level had accumulated upward of fifteen years
of Federal civilian, 0SS wartime, or military service.
It was felt that many of these officers, if they were
to leave CIA, would have preferred to continue their
employment affiliation with the Federal Government.
This premise was based upon the retirement benefits
available to the CIA employees as members of the

CSC retirement plan--an assumption borne out later,
since ‘the majority of outplacement clients were
interested only in Federal employment, even though
they made inquiries about employment possibilities

in the academic/industrial sectors.
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did help to avoid leaving a negative impression upon
cooperating organizations who were willing to con- .
gider CIA employees.

The internal image of the outplacement activity
also received considerable attention during thelfirst
half of 1958. In an attempt to dissociate outplacement
from selection-out programs, personnel officers under-
took a vigordus internal briefing program. All in
.all, 22 briefings were held, including 16 presentations
to heads and members of individual career service
boards. The practice was also continued in 1959, when
10 briefings were given. This approach had an impact
upon the outplacement program, but the effect was
different from that anticipated.

It was true that the original charter was
somewhat nebulous in defining how far the Director
of Personnel could go in establishing or extending
the parameter of this program. But extend it he
did.'}Undef the selection-out procedures memorandum,
these personnel procedures were limited to identify-
ing and taking administrative action on staff person-
nel. (See Attachment A.) Therefore, "meritorious
cases” warranting outplacement assistance, therein

referred to, were limited to staff personnel. How=-

- 2 3 -
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ever, during the first four years, the Director of
Personnel administratively extended the outplacement
charter, on a case-by-case basis, to include all of
the eighteen different Agency employment categor;es.*

8ince there was no other administrative
machinery at this time (1958-60) to identify and‘
take action on surplus personnel,** the heads of the
various career services and other senior officials
used the outplacement service in an informal way.
Agency managers began to suggest that certain of
their employees should voluntarily seek assistance
in locating other employment. This group then be-
came the major part of the workload of the Outplace-
ment Branch. The second largest group of employees
assisted were those either being selected out
through the officeuof the Special Assistant to the
Director of Personnel or terminated for medical or

security reasons.

f

.

* Of course, a number of these were handled not only

at the request of Agency line officers but also at the
behest of the Director, the Inspector General, the Dir=-

ector of Personnel, and other key officials.
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Eventually the'employees' "communications
grapevine" helped to publicize the outplacement
program which, in turn, helped further to extend
the parameters of the type of assistance furnished,
particularly in expanding the clientele base. .
With the informal concurrence of the Director of
Personnel, and at the request of program directors,
case officers, and administrative and.personnel
officers, the outplacement officers began assisting
contract employees, contract agents, career agents,
military staff agents, military retirees, civilian
retirees, and others seeking assistance. Operation-
ally, the successful handling of each different

type of employee client presented new and challeng-

ing administrative problems, not only from a counseling

standpoint but also because many involved unique
security/cover considerations.

There is no question but that the outplacement
program met an important need of the Agency. As an
index of the scope of the outplacement activities,
the official outplacement annﬁal reports revealed

a workload for the period from spring, 1958, through

the spring of 1962 of 1,150 cases--an average of

approximately 300 new cases each year.
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From a program administration standpoint,
employee-client caseload statistics were the best
measurement of outplacement activities. Year after
year, management seemed solely interested in the
number of external placements made. In view of_the
types of clients handled, the 40-percent (or slightly
more) average placement rate was indeed respectable.

Outplacement documents also show that for the
30-month period from July 1961 through December 1963,
the outplacement officers worked with 817 clients--

157 (19 percent) of whom were carried into calendar
year 1964 as active cases. Of the balance, 352 indi-
viduals (44 percent)=-166 professionals and 186 clerks--
were placed in other organizations; 118 (14 percent)
accepted other internal Agency assignments; 111 (14 per-
cent) showed no continuing interest in outplacement
assistance; and 79 (9 percent) resigned or were termina-

ted before finding other employment. Within this group

of 817 weré 100 employees affected by the "701" exercise.*

* The “701" exercise is discussed in Section II of
this report, beglnning on p. 34,

%
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|

Of these, 21 accepted other Federal employment; 6
went to private industry; 3 went into teaching; 35

accepted Agency reassignments; and 17 retired

| I

(having sought outplacement assistance to straighten
e out employment-cover-security problems that might’
confront them if they were to seek employment later.)
b The 18 remaining employees were retained by the
Agency until they could qualify for discontinued
= service retirement needing less than 2 years of
;; additional sérvice.lg/ Outplacement counseling was,
of course, provided to these employees before they
B left the Agency.
1 Interestingly enough, it was several years
- after program inauguration before management accepted
,-kmwghﬁm the concept that outplacement could not function as
an employment agency* but should £fill a more important
-~
- * Not only did management‘think of outplacement

officdrs ad job brokers but so did many employee-
clients. The question was often asked "where are
; your lists of job vacancies?" with the idea in
- mind that the client had only to decide what job
he would like and it would be his.

-
-
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counseling role by working with individuals in
order to redirect their thihkihg into how to best
use or develop their transferable skills and
abilities in anticipation of entering second-
career fields. A secondary responsibility was
to insure that pertinent cover and security
arrangements were considered in developing Agency
employment documentation. Finally, once the fore-
going had been accomplished there was the residual
responsibility of making selective external employ-
ment referrals. During the 1958-1962 period, the
staff of the outplacement service was increased
from a three-man operation to five professional
counselors and one secretar}al assistant.* The
outplacemeﬁt officers conducted in-house inter-
views, counseling sessions (including a limited
number in clandestine surroundings), and attempted

! ’

[]

* Largely due to anticipated counseling require-
ments to be generated by those involved in the
"701" exercise.
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to resolve an increasing number of unique cover and
security problems.* Initially, these problems were
resolved on an individual basis; but the Outplace-
ment Branch was eventually able to develop formal
clearance procedures with the Central Cover Staff
(CCS) and the Office of Security (0S). Departing
employees who followed these specified procedures
could be cértain éhat their job stateménfs would

be consistent with Agency security and operational

cover requirements,

« 29 =
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It soon became apparent that in order for the
outplacement program to function satisfactorily, it
would have to have a more responsive, professional
role in the resolution of the personnel. aspects of
security and cover problems of its clients. Although
the Office of Personnel had_never previously gotten
involved in such matters, from time to time it was
called on to "pick up the pieces" of a shattered
cover story and to try to resolve it in some logical
fashion to the satisfaction of another organization
and employee. The responsibility for handling tele-

phonic and written employment reference inquiries

%
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rested with the Chief, Transactions and Records Branch
or his clerical designee. "Routine handling" was the
best way to describe the discharge of the reference
inquiries. As a result of inappropriate handling of’
the reference work for several outplacement clients,
the Chief, Outplacement Branch, recommended to the
Director of Personnel and the Chief, Personnel
Operations Division (POD) that Outplacement assume
full responsibility for these two areas for its
clients.

The Director of Personnel informally approved
this change, recognizing that it was important for
the outplacement officer to work initially with
representatives of the Central Cover Staff and OSQ
as well as with the emplbyeé, in developing and
refining a cover story that would be consistent
with the individual's employment objective and
which %ould be logically backstopped. 1In a some-
what similaf manner, the outplacement officer was
able to furnish a professional employment response
tailored to meef the requirements of the specific

job to which he had originally referred the employee

‘client. It followed that, without the CSC personnel

- 31 -
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interchange agreement, those interested in other
Federal employment had to file for appropriate
Civil Service examinations. Because many of the
Agency supervisors were under cover, the prepara-
tion of responses to these highly technical CSC
"examination wvouchers" (for outplacement clients)
was also accomplished byvthe outplacement stafef.
wWith experiénced outplacement officers han-
dling these support matters, the quality of service
definitely improved to the benefit of the employee
client. Furthermore, it was determined informally
by the Director of Personnel that professional out-
placement support should be made available to all
current and former employees GS-12 and above. The
assumption of these additiohal chores was indeed
time consuming, but the additional responsibility
and experience helped the outplacement program to
come to full maturity. For the first time in its
history; the complete responsibility for coordina-

ting all personnel, security, and cover'needs of
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employees departing the Agency was given to a single
-l unit in the Office of Personnel.*
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- * This philosophy was ultimately crystallized with i
25X1 *  the publication of 15 September 1961. _ : 1
‘The same philosophy was continued in the revision

- of this regulation-] | 27 April 1965. : b
25X1 [
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II. The "701" Exercise

The development of the outplacement program
as a "service of common concern" was indeed fortu-
nate. In the spring of 1962 the Outplacement Branch f

was called upon to lend full support to "second-

documentation) and to employment searches for exter- ' i

nal employment opportunities for approximately 191

operations officers, training officers, and admin-

istrative and technical support personnel designa-

ted surplus under the Agency "701" formal manpower
control program.l4/ Although outplacement officers
had been working with employee clients informally

referred by career services as surplus to the needs i
of either their programs or those of the Agency, no
formal administrative machinery had been developed tr

' . B
to cope with the problem of handling "surplus" per-

sonnel until February 1961. At that time, | |  25X1A

"Separation of Surplus Personnel"” and| | 25X1

"Separation Compensation" were approved. These two

regulations not only provided administrative proce-

- 34 -
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dures, but also established separation compensation,
schedules for personnel being separated after years
of clandestine service--personnel for whom job trans-=
fers would be difficult because of the security're-
strictions regarding the full disclosure of their
qualifications.

With these Fegulations on the books, it wasn't
long before outplacement officers found thgmselves
counseling many of the employees who faced job termina-
tion. In May l961,lthe Chief, Technical Services Divi-

sion, DDP, declared surplus a small group of[ ]

Co.) About the same time, the DDS as Head of the
Suppor; Carger Service, declared seven administra-
tive Afficers surplus, and, as a result of his
abolition of the Maﬂagement Sstaff, ten management '
analysts and five records-management officers.

The Director of Training placed 13 training officers

- 35 -
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in this category. The DDP declared 153 Clandestine
Service careerists surplus in September 1961.*
These actions made a strong impact on the Out-
placement Branch. Not only was it necessary to
undertake in-depth second-career counseling with
all of these employees (even those who ultimately
went into retirement had to be counseled so that
cover and security problems surrounding their
Agency employment could be resolved béforé they
left the area for the four corners of the world),
but also a number of CS employees whose morale |
had been affected desired to look elsewhere even
though they were not personally involved in these
surplus programs. A number of such employees
sought assistance from tﬁe 6utp1acement Branch,
but eventually lost interest if no job vacancy
to their liking became available or if they found
that they themselves were not to be affected by

the "701" exercise.

* Agency administrative considerations on the
parameter of the "701" exercise are detailed in

The History of the Specialised Activities Staff, OP.
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During the "701" exercise, and for some time
thereafter, the administration of the outplacement
program increased in complexity as the result of a
number of administrative factors beyond the staff's
control. For example, under internal OP arrangef.
ments, the outplacement officers found themselves
working on external employment possibilities for
the "701" clients'simultaneously with Agency place-
ment officers who were seeking internal Agency re-
assignment possibilities for the same individuals.
It sdon became apparent that most of these employees
were primarily interested in remaining with the
Agency. This personal preference of the clients
became stronger as soon as the Agency announced
that upon acceptance of a reassignment into a lower
graded position (up to and including three profes-
sional lower grades) the employee could retain his
highest salary for a two-year period.

fhe Odtplacement Branch could not compete
with this Agency reassignment offer. This was
especially true with the CS operations officers who
had such specialized experience that few, if any,

other Federal agencies or industrial organizations
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were interested. The exception was the Agency for
International Development, which hired several Agency
surplus CS employees. However, in each caée, CIA
was required to agree to re-employment rights for
each one, although few exercised such rights.

The continuing relationship of an outplacement
officer with a client was unique even though clandes-
tine at times. For example, even after some of the
"701'ers" had accepted lower-graded Agency reassign=-
ments, they continued to seek external leads from
the outplacement officers--still hoping for an
offer equivalent to their prior grade level or even
higher. Other individuals, after the initial two-
year salary retention period had been completed in
an Agency assignment, faced with a downward salary
adjustment, also réturned for additional employment
leads outside of the Agency in the hope of finding
better paying employment.

Of thé 191 officers declared surplus, 69

could not be relocated by either the Placement Divi-

sion or the Outplacement Branch, and such individuals
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were eventually terminated and placed under the Agency
separation compensation plan.* As with the internally
placed employee clients, the outplacement officers
continued to offer advice and assistance to its .
client-employees in this group until either the
separated officer was piaced, found employment on

his own, or decided not to seek a "second career."
Interestingly enoﬁgh, there were cases where the
lines of communications between a client and his
outplacement officer were maintained on a voluntary,
informal basis; and, in a few instances, Agency case
officers were then able to contact the former
employees and offer project contracts to some of these

individuals.

* In recognition of the fact that officers engaged -
in clandestine operations would be at a special dis- -
advantage in making occupational transfers, | |
"Separation Compensation" was approved in February
1961. It established a compensation schedule which
authori'zed one month's salary for each year of service
(up to 12 years); salary computation base to be salary
level held at time of termination. For GS-14's and
above the salary ceiling was set at the top step of
GS-14. After initial payment, subsequent bimonthly
payments were to be reduced.by the amount of earned
income, retirement annuity or unemployment compensa=-
tion recegdved.
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From the spring of 1962 until the end of 1963,
the outplacemeht officers spent 41 percent of their
time working with the "701" clients. The other
large group of clients were, as mentioned earlier,
the "volunteers." This latter group required about
44 percent of the time of the outplacement officers.
However, the majority of the clients in both classi¥
fications were primarily interested in securing
other Federal employment, largely because they had
become adjusted to the governmental way of life and
their own pay status. Furthermore, with a substan-
tial investment in the CSC retirement plan, the
thought of surrendering a reasonably sound pension
plan was probably highly distasteful.

In view of this continuing interest in Federal
employment by the éutplacement clients, the Director
of Personnel suggested that the Executive Officer/0OP
and the Chief/Outplacement Branch, arrange to reopen
informah discussions with the CSC officials on a
CIA-CSC Personnel Interchange Agfeement. Since
Congress had limited the granting of veterans' pre-
ference to the period prior to July 1955, the CSC

representatives poiﬂted out that the bugaboo of CIA
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recognizing veterans' preference had diminished con-
siderably~-each year progressively fewer veterans
would be applying. However, the CSC procedural
requirements remained essentially as they had been
in 1958.

In his memorandum to the DDS, dated i June
1962,15/ the Director of Personnel indicated that
he opposed seekinb a Personnel Interchange Agree-
ment with the CSC. Pointing out that the CSC
would not enter into such an agreement unless the
Agency agreed to give formal recognition to veterans'
preference in its consideration and selection of
applicants, he believed that the disadvantages to
the Agency which would be inherent in the adoption
of this policy wou}d far outweigh any advantages we
might gain through such an interchange agreement.
In addition to the Agency being forced to develop
elaborate selection procedures which would further
compli;ate An already difficult recruitment problem,
the CS5C would be in an authoritatiye position to -
inspect Agency personnel operations and possibly

change (or expand) its requirements on CIA as one

' of the agencies participating in an interchange

%
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agreement. The Director of Personnel left the door
open by suggesting that there was an alternative
means of securing essentially the same arrangement.

He pointed out that there still remained the possi- ' l

bility of seeking the issuance of an Executive Order
which would avoid a confrontation between the CSC
and the Agency on CIA's employment policies.

Prior to this, President Eisenhower had signed

Executive Order No. 10577, dated 22 November 1954,

:
i
4.
o
|
|
i
i

authorizing transfer privileges into the competi-
tive service for Executive Office and White House
staff personnel. df course the imporﬁance of

the Agency also seeking such an Executive Order
was championed by the Chief, Outplacement Branch,
who informally discussea tﬁe advantages of using
this Executive Order approach for the Agency with
the Chief, POD, and the Director of Personnel not
only each time that a Federal unit secured an
Executive Order but also ét every opportunity that
he had. (In 1965, Agency management was to find
that the Department of State also accomplished a

personnel interchange agreement via the Executive

- 42 -
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Order* route.) However, no positive action has ever
been taken by Agency management with respect to seek-
ing a formal interchange agreement under either the
Executive Order or CSC-CIA negotiation approachﬂ
Thus, the use of the CSC "open" examination method
with its long-drawn-out processing procedure was
the only alternagive for those "non-status" employee-
clients seeking other Federal Employmeht.

From the support standéoint, it was thus neces-
sary to make the Outplacement Branch responsible
for the coordination and establishment of Agency
reference positions on every client in order to
respond to both CSC examination and emplojment
reference inquiries. This professional chore was
necessitated by the inability of Agency employees
to indicate Agency supervisors as references, and
was further complicated by the unavailability of
many fPrmer‘supervisors then in overseas assign=-
ments: Although the workload for outplacement
advisors was increased by this requirement, it
was recognized as an excellent arrangement since

it pulled all "the loose ends" together.

* E.O. No. 11219, dated 6 May 1965.
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As part of the basic program development, the
outplacement officers exploited industrial employment
leads with representatives of the Domestic Contact
Service (DCS) and the Central Cover Staff (CCS)..
However, without firm indications of specific emplby-
ment interests from the outplacement clients.(coupled
with the fact that most of them had little to offer
an industrial organization except maturity and high
salary requirements), it was not unreasonable for
OP representatives to have received a cool reception
from DCS, CCS, and representatives of p&ivate organi-
zations.

Typically, their reaction was in terms of
"most industrial concerns have career programs of
their own and they seldom need to look on the out-
side for middle and senior level replacements.
Further, those that are looking are only interested
in top-flight executives with plenty of industrial
managemént know-how . . ." However, with the "701"
groups totaling 191 individuals, it was decided to
again discuss liaison potentials with the DCS and
CCS in 1962. The reception this time was more

cordial, and, in fact, the CCS "dropped off" the

- 44 -
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resumes of a few employeewclients in some of the

organizations with whom they carried on liaison.

25X1

officials. The outplacement employee-clienté with
whom these units worked were required to "play the
game" in the fashion spelled out by either the CCS
or DCS8--~an arrangement that presented no significant
personnel problems to the outplacement clients.
Unfortunately, the record shows that not a single
external placement was ever made through the efforts
of DCS or CCS. |

In addition to the efforts of DCS and CCS, the
outplacement officers also rattempted to exploit the
industrial eﬁployment market on an individual client
search basis. Although it was almost immediately
apparent that surplus CIA officers were not trained
for, ekperiénced in, or attracted to US industry,
the C/OPB prevailed upon CCS to share the services
of a[  placement firm (in essence, a firm

engaged in recruiting employees for customer concerns)

.in an attempt to better fathom the industrial job
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market. The firm in question,

. The two

owners were experienced employment agency officers

who had done creditable work in recruiting for CIA

projects. However, after a number of referrals with

nothing but negative results, C/OPB arranged for a

special placement campaign during which time the

employee-client would remain for as many

interviews as could be arranged. This was in con-
trast to the day or half-day effort that had been
allotted to previous clients.*

The officer selected was a 35-year-old male
employee with writing and editorial skills coupled
with several years of liaison experience. He was
interested in moving out' of 'the Agency into public
relations, radio sales-writing, or similar fields.
Several days were devotéd to the campaign, and a
number of worthwhile interviews were arranged.
Unfortﬁnateiy, the net result was "no offer." The

project costs to the firm were more than had been

* Tt was understood that, if successful, a new
‘contract would be arranged for similar campaigns.
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anticipated. This firm, naturally, did not encourage
a second campaign. A change in the locale of outplace-
ment efforts was then considered to be in order.

Because many outplacement clients wished to
remain in the local area, informal arrangements wefe
made with the owner of a small Washington, D.C.
employment agency to investigate the job market.
After interviewiné several Agency "701" clients,
the employment agency counselors threw in the sponge.
On the positive side, however, the owner did suggest
that CIA employment search efforts should be almost
exclusively concentrated on locating employment
opportunities in Federal and local government units
for these officers.

Before accepting the advice of these experts,
the C/0PB undertook an informal survey of a number
of smaller New York empioyment agencies. He found
that these employment agency owners were quite can-
did in"kespdnding to the question as to whether or
not they felt that they would be able to place ex-
CIA personnel. (A few, it was apparent, thought‘

that CIA = FPBI!) A few flatly refused to work with

~the Agency, but all indicated that in view of high
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e

office rentals and impatient, demanding customer
firms, they frankly would not refer other than "truly
qualified" job applicants to their customers. The
question of such agencies giving any weight to an
individual's potential to learn a new skill was
simply out of the quesﬁion. As an example, one
indicated that referring a government accountant
to an export-import firm would probably not result
in a satisfactory placement, since suéh firms wanted
not only industrial accounting skills but also a
sound working knowledge of the export-import field.
The bitter lesson was thus learned early in the
ball game by the outplacement officers that industry
would accept only already qualified CIA applicants
regardless of either their Agency performance records
or growth potentials. |

By 1964, the various Agepcy career services
which had gone through the distasteful experience of.
ident%fying surplus personnel had moved on to other
manpower matters. From a historical standpoint,

the "701" exercise* might well have marked the end

* By and large, the outplacement efforts for "701"
- employees, which commenced in the Fall of 1961, had
been terminated by the end of 1963.
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of an era in CIA personnel management. The nature
and manner in which the "701" exercise was handledu
was subjected to intense criticism by supervisors .
and employees alike. Due to the continuing drop in
the Outplacement Branch's workload, the spring of
1965 brought with it a reduction in the professional
staff from five to two counselors with a secretarial
assistant.

The question might be asked, "What lessons
did the Agency learn from the °701' experience?”
Criticism of the low number of placements by the
Outplacement Branch was heard from some quarters;’
however, the failure to make more placements did
nof reflect the basic problem--it was symptomatic
of another administrative condition. The' CIA, a
unique organization, has had to develop, in-house,
maﬁy of the skills needed by Agency programs. As
a.resu}t, iFs career management philosophy has been
orienéed to recognize such skills. Thus many Agency
careerists ‘have unique organizationally developed

skills that have little transferability in the open

job market. This also applies, to a slightly lesser

‘ degree, fo those who embarked upon an intelligence’
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career by transferring from other more orthodox
professional fields. Over the years these intelli-
gence officers have also lost transferable skills

that would have to be renewed and updated to puﬁ

such individuals into reasonably competitive positions

in the labor market.

"Second—care?r counseling" could not provide
the broad administrative training that would have
permitted Agency-spohsored reorientation, skills
updating, and/or "second-career training" for Agency
careerists. Under the "701" exercise, neither the
time nor the training were available to the CS
careerists who wanted to move into another career
field. 1In recognition of this problem, the Chief,
Outplacement Branch, subéeqﬁently recommended that
a more expansive Agency training policy be approved
for officers wishing to update skills and specialties
having'secopd-gareer potential. Following through
on thig‘Agency—sponsored pre-retirement training
concept, the Director of Personnel sought the

opinion of the General Counsel as to whether such

an arrangement could be accomplished under either

‘the Government Employees Training Act or CIA legisla-

tion.
- 50 =~
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In a memorandum dated 24 May 1965,16/

the

General Counsel indicated it "could not be accomplished

under the Government Employees Training Act. However,

since the announced objective of such a training

proposal was founded in the main on security con-

siderations ... (they) would permit a decision by

the Director to establish such a training policy

and program under.his authorities in the two pieces

of legislation from which the Director secured his

administrative authorities."* Subsequently, the

Director of Personnel proposed an expansion of the

Agency's Retiree Placement and Counseling Programll/

and his proposal to the Executive Director-Comptroller

included a statement that OP would undertake a

thorough exploration of the Agency's authority

to sponsor prospective retirees in training programs

that would provide post-Agency employment qualifications. .
In response—/ the Executive Director-Comp-

troller strongly suggested that such a training

* ‘50 U.S.C. 401 National Security Act of 1947, as

Amended.
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proposal should be fully and promptly explored.
Further, if the Agency could legally undertake such

a program, the Executive Director-Comptroller noted
that his sole proviso was, as a practical matter, that
the Agency would have to guard against creating in-
equities between those personnel retiring under the
Civil Service Retirement System and those retiring
under the CIA Retirement System.1l9/ Although the
invitation was offered, the Office of Personnel

did not pursue this during 1967, since its retiree
clients, in the main, were not interested in train-
ing or, if they were, there would have been insuf-
ficient lead time for undertaking any lengthy
training programs.

While it was also significant that Agency
management had recognized, poséibly a little pre-
maturely, the continuing need for a “sécond-career
counseling” program, perhaps of more significance
was thg‘impéct that this program had on improving
the external relationships of the Agency. During
the first, formative years of the outplacement N

program it became apparent that not only Clandestine

Service staff careerists but also many contract

- §2 =
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employees, contract agents, career agents, and

all after a period of time. With the encouragement
of the Director o? Personnel, the Chief of the
Outplacement Branch initially handled many‘of these
cases "after the fact" in order t6 get the Agency
and/or individual out of sensitive situations.
Administratively, an internal, informal
Agency procedure was soon developed with the Out-
placement Branch as the Personnel coordinating unit
responsible for working with all types of employees
as well as with represenﬁatives of the Central Cover
Staff and the Office of Security on these matters.
In the process, all parties learned to "give a
littlem-so ?hat the individual would be better able"
to negétiate himself into other employment without

professional sacrifice or imprudent involvement of

the Agency.
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III. Retiree Placement

As a prelude to a review of the establishment
of the Retiree Placement Program in the Office of
Personnel, it should be noted that Mr. Lyman Kirk-
patrick, the Executive Director, had long been a
mentor of the incﬁmbent Directors of Personnel in
encouraging the development of a dynamic and vital
Agency Personnel Program. Thus, with the CIA Retire-
ment Act20/ about to be p&ssed by the Congress in
the fall of 1964, Mr. Kirkpatrick took a marked
interest, earlier in 1964, in the status of the
Agency Outplacement Program. His main objective
was to try to insure that the ongoing progrém
would be able to meet such additional requirements as
might be levied by "early retirees" (mainly
Clandestine Service careerists) who might be taking
advanté%e of.the Act's liberal provision permitting

retirement at age 50.*

* As early as 1962, proposals for the Agency to

assume an obligation to furnish employment assistance
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A review of the Executive Director-Comptroller's

action memorandum, 21/ the Director of Personnel's
responses, 22/ and a special study méde for the DDP
indicate some of the difficulties faced by thoné
attempting to make policies best suited to the needs

of Agency retirees. Early in 1964, for example,

the Chief, , DDP, had employed

an industrial consultant (a former vice president

of a medium-sized US concern) to review and estimate
the retiree placement problems which would be gener-
ated as Clandestine Service careerists availed
themselves of the opportunity to retire from the
intelligence profession while they were still in
their early 50's and to undertake second careers.

The consultant strongly recommended that industrial

to emplbyees separated as a result of retrenchment

were being made and informally discussed--particularly

in the DDP, where there was definite recognition

of this problem. Many employees affected by re-
trenchment measures then operative had entered
Federal service late in their careers and had not
compiled enough service to qualify for normal Civil
Service Retirement annuities.
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The Director of Persohnel, by contrast, was
of the opinion that the already established out-
placement program could handle the additional
workload which would result from early retirements.
(He did recognize, however, the possible need for |
additional staff as.the volume increased.)

Aware of the«relafivé positions of both the

Office of Personnel and the Clandestine Service,

£
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Mr. Kirkpatrick opted for a coméromise. Considering
that the new legislation for Agency retirees would
present additional challenges, he had suggested that
the Office of Personnel either augment -the existing
outplacement program or establish a specialized
retiree placement activity specificall& geared to
handle the unique.second-career'placemenﬁ problems
of the CS careerists. At all times, however, the
Executive Director-Comptrolier made clear that he
favored centralized control of the Agency's out-
placement program and opposed the DDP idea of an
activity independent of the Office of Personnel
for handling the CS retirees.

On 2 Februdry 1965, Mr. Kirkpatrick directed
Mr. Emmett Echolsh‘Direétof of Personnel, to
establish a specialized mechanism within his office
to provide outplacement assistance to those Agency
employfes wpo were rgtiring and would require, or

desire, post-retirement employmenf.* The Director

* The DDP project proposal was officially rejected
by the Executive Director-Comptroller at the 15

_February 1965 meeting of the Financial Policy and

Budget Committee, when he announced the &approval
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of Personnel indicated that without a ceiling in-

crease the supervision of this expanding function

would be assumed by | | Chief, Personnel

Recruitment Division (PRD).* 24/
At the same time, the Outplacement Branch was
also transferred to that organization. Under this

new functional realignment, the Outplacement Branch

transferred its "retiree” clients to the'C/PRD for

further counseling and assistance.** The Branch

of the new retiree placement program under the Per-
sonnel Recruitment Division. '

*  Because of Agency curtailments in recruitment

in late 1964 and early 1965, the question of whether
the Staff of PRD would have to be reduced was avoided
by assigning PRD the responsibility for retiree
placement. It was. envisioned, too, that field
recruiters would assist with employment search cam=-
paigns for early retirees. The assignment of a senior-
level Support officer also satisfied those who believed
that the program required a director of executive
caliber.

k% Uhtil 1965, the Outplacement Branch counseled
those "over 60" Civil Service retirees who sought
employment guidance. In 1964, 16 out of 103 retirees
registered for such counseling. Agency management
had thus already recognized the need for assistance
for those retiring employees who would need some

form of employment in their post-retirement periods.
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thus continued its employment assistanée and second-
career counseling for all other types of employees,
while the retiree placement activities became a
specialized.and separate personnel effort. Duriﬁg
early 1965, the Chief, PRD assumed responsibility -
for the retiree placement program and personally
counseled the initial group of retiree clients. He
also organized and directed a specialized employment
research activity for the upcoming retirees. 25/

In-depth research was geared to explore employment

areas that might be of prime interest to both regular

as well as early retirees. For example, heavily
researched were such areas as "franchised" business,
sales, investment brokering, local chain store
management, teaching oppdrtuﬁitiesﬂat collegiate,
university, and local secondary school levels, etc.
As an independent personnel program, the
retireerlacgment program was given considerable
publicity (Suppdrt Bulletin articles* and Agency

employee notices); and, more importantly,_full

* See Attachments E and F.
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top-level Agency suppoft. Further, because of his
organizational location, the Chief, Retiree Place-
ment (for a brief period, the C/PRD wore this title
as well as his divisional hat) had direct and viable
support from active professional field recruiters V
who could assist in locating available coliegiate
and industrial position vacancies.* Probably of
greatest significénce was the fact that those
counselors involved in the specialized retiree
placement program had the advantage of being able
to concentrate their efforts entirely upon retiree
clients. Unfortunately, outplacement officers had
been frequently confronted with other crash place-
ment priorities (involving working against short
deadlines) which sometimes relegated retiree assis-
tance to a low priority.

From a historical standpoint, it would be well
to emphasize that since the Agency'g inception in
1947, éil staff employees had been under the re-

tirement program of the US Civil Service Commission.

* See Attachments E and F,.
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While retirement experts recognized that the CSC
retirement plan was one of the best, the Agency
itself had developed an administrative policy to
"keep the organization young."* However, the CSC
retirement plan did not offer any administrative
encouragement to the CIA since the CSC plan was
restricted to only one mandatory age--seventy.

While the CSC plah did provide some earlier re-
tirement possibilities, their selection was entirely
at the option of the employee. Within CIA, then,

it soon became apparent that there would be need

* . This youthful image concept was to become of con-
siderable concern to the Clandestine Service, and not
without administrative justification. The development

In acddition, the Agency found that older officers
tended to "put down roots" in the US as their child-
ren reached high school age and did not look forward
to overseas assignments. Others developed health
problems--either themselves or members of their

families.
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for some special CIA legislation that would make
available early retirement opportunities for the
Agencj's maturing officers.

The internal retirement philosophy and the
course of administrative events that occurred in the
Agency are covered in adequate detailnin OoP-1:
History of the Retivement Counseling and Placement
Staff (May 1969), but the impact of the administrative
extensions granted by the Agency Retirément Board to
prospective civil service retirees who appealed their
cases on hardship or other compassionate reasons, are
not recorded elsewhere. They usually had a direct
influence on both second-career counseling and external
employment assistance programs. It was quite evident that
the Agency Retirement Board's primary purpose was to serve
as an appeals board, althouéh it did attempt to encourage
employees who met the Agency retirement criteria to
make application for retirement as soon as they were
eligiblg. However, when the initial Agency retirement
policyh(and each succeeding policy change which affected
a group by'moving up its retirement anniversary date)
was established, the Board agreed to extend some of

these retirees for a year to two because of individual
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hardships or for other compassionate reasons. In
each case, however, it was with the understanding
that the individual employee would continue to seek
the assistance of the out placement counselor and
try to £ind other employment that would augment his
retirement annuity.

It soon became apparent that the Agency Retirement
Board was fairly liberal when such cases came up for
review and would agree to at least one more extension.
In view of this, eligible retirees dealt with the
counselors in a rather desultory manner since they
were primarily interested in completing a full-term
career with the Agency, thus becoming entitled to a
larger retirement annuity. Both the Outplacement
Branch and later the Retiree Placement Branch were
somewhat less than~succe§sfﬁl in handling such retiree
clients. To further compound the problem, most
Federal organizations were simply not interested in
acquiréng older employees unless they were inter-
national economists, electronic engineers, or had‘
other specialties in short supply.

The passage of the "CIA Retirement Act of 1964

for Certain Employees®™ (P. L. 88-643) (See Attachment G)

- 63 -
£
Approved For Release 2003/02RECRIARDP20-00708R000200160001-0

B L . L

L e Dt



[ PO

Approved For Release 2003/8ET REB{IRDP90-00708R000200160001-0

on 13 October 1964 created an entirely different set
of administrative problems. Although it is a well-
known fact among public administrators that the most
éuccessful‘program managers know what their inputs
and outputs will ba for speocific time periods, the
CIA "early" retirement input factor was simply lést
to Agency management control because of its voluntary
nature. Unfortunately there were a lot of "window-
shopping" volunteer clients who should have "opted
out" at the time of their initial contact with the
second-career counselors but who, in the final
analysis, did not exercise that option until some
time later.* As clients of this type were cranked
into the program's production statistics, the per-
centage of actual placements naturally dropped.
Efforts were concentrated on those employees who
would reach mandatory retirement age within a short
period of time or who were interested in early re-

tiremendt in the immediate future.

* In January 1970, a review was made by this writer
of the names of the 1968 and 1969 CIA "early"® re-
tirees. Interestingly enough, a number of 1965-67

‘'volunteer clients® names appeared on these lists.
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The CIA Retiree Placement Program was the first

of its kind in the Federal Government. From February

1965 until December 1967 it had, seemingly, an

excellent placement rate--placing 65 out of 157 -

clients during this period. Although highly qualified

professional personnel officers handled this program,

successful external placements were minimal--a major-
fty of the 65 suc;essful placements were for "in-
house" projects with the former staff employees
converting to contract status with definitive pay
ceilings and year-to-year contractual arrangements.
Here again the facility with which the employee
could get an extension (or decide not to opt out
under the early retirement provision) left the fe-
tiree counselor helpless with respect to getting the
mofe reluctant employee client to actually retire
and seek other employment.

?eorganization and administrative support
notwiéhstan&ing, the retiree placement program
failed to induce a wholesale exodus of early retirees.

In fact, after directing this program for 18 months,

the C/PRD wrote a lengthy report 26/ (See Attachment

"H) on the post-retirement employment prospects for
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Clandestine Service careerists (retiring between age
50 and 62). Of major significance was the fact that
although the Clandestine Service had the largest
nunbar of "early retirees," it had the poorest |
external placement potential. The C/PRD pointed'
out that, for example, US business is not looking
for 58-year-old recruits, since they have plenty

of their own candidates for such vacancies,
including overseas representational assignments (a
prime interest to retiring operations officers).

In the business area, the greatest demand for per-
sonnel was in domestic and possible international
gales work, a career field having rather limited
appeal to CIA retirees. C/PRD further pointed out
that in the limited manpower market of Washington,
D.C., there simply were not enough jobs available
for the large number of up-coming retirees who wanted
to stay in the area. On the more positive side,»
the report indicated that for those retirees with
advanced degrees and willing to relocate, there

would be a plentiful supply of collegiate teaching

posts. Other possibilities included positions in

the industrial security, finance, real estate sales,
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and library career fields. The C/PRD concluded that
the Retiree Placement Service (RPS) should not be
counted on nor expected to find sécohd-career op~
portunities for all Agency aspirants. Any placement)
he went on, at the age levels involved was almost

an accident of the system. Although RPS was estab-
lished for the purpose of helping to insure retirees
a new livelihood; it would be wiser to force retirees
to accept the conclusion that if they were unable

to help themselves to find a new career with a

minimum of Agency assistance, they would have to:

become reconciled to living on their retirement
annuity. C/PRD's ultimate conclusion was that the
younger participants (age 45-48) in the CIA retire~-
ment and disability system'should be encouraged to
consult with RPS well in.advance of their retire-
ment dates regarding the necessity of retreading
themse}ves fbr a new career or planning to live on
theirhénnuities after retiring.

However, in spite of the pessimism of the

C/PRD, there were other forces within the Agency

that came to a focys at this time upon the parameters

" of both the retiree placement program and Agency

- 67 -
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retirement program. On 15 November 1966 the DCI,
Mr. Richard Helms (a long-time Agency careerist),
met with the Executive Director—Cémptroller and
requested that the latter look into the "outplace=-
ment program" and take whatever action was necessary
to ensure that the Agency had a going and effective
program. 27/ The Executive Director quickly followed
through--~on the s;me day in fact--by meeting with
DDP, DDS, and Office of Personnel representatives to
discuss possible augmentations to the programs. On
20 December 1966, the Director of Personnel made a
presentation of an expanded retiree placement and-
counseling program to representatives of all the
Directorates; and this group recommended that the
expanded program be vigorously pursued. This was,
of course,; with the concurrence of the Executive
Director. More detailed program plans were then
developed during the spring of 1967, 28/ including

a furﬁﬁér réfinement of organizational structure,
development of initial staffing requirements,
securing a senior CS officer to head the program,

and obtaining a group of officers detailed from the

‘several Directorates to assist in developing s§ecific
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program segments. This then was the prelude to the
Office of Personnel's establishment of a Retiree
Placement and Counseling Staff which reflected Agency
management's interest in establishing a unifiedlre-
tirement counseling and second-career counseling
program of sufficient strength to handle the large
number of Agency employees who would be reaching

retirement age during the period 1970-1980°

-a CS careerist--was

named Chief of the Retiree Placement and Qounseling
Staff* in June 1967. He and his staff then spent
the entire summer of 1967 developing plans and
procedures necessary to the establishment of an
orderly program of considerable magnitude. 1In
addition to a moreksophiétiéated retirement counsel-
ing activity, the staff also encompassed the CIA
retirement system maintenance responsibility as well
as the'CSC énd CIA retirement computation activities;

the mefging of the retiree placement program with

that of the external employment assistance activitiessb

* On 13 Dec 1967, the staff was redesignated Re-

‘tirement Counseling and Placement Staff.
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and, finally, the program responsibility for develop-

ing a variety of retirement seminars.¥*

* A detailed summary of the activities of the initial
21 months of the staff has been chronicled in 0P-1,
History of the Retirement Counseling and Placement
Staff (May 1969).
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Appendix A

Date(s)

17 February 1958

1958-62

- 1962-65

o g s e ey

oP
Organizational

Function (s) " Location

DCI's memorandum Office of the
charter authorized Chief, Personnel
external employment Operations Divi-
assistance to staff sion

employees with meri-

torious records.

Director of Personnel Personnel Oper-
informally extended ations Division,
parameter of out- Outplacement
placement program Branch

until external em-

ployment counseling

and assistance were

available to all in-

dividuals serving under

any of the 18 types of

Agency employment

arrangements.

Personnel Oper-
ations Division,
Outplacement
Branch

-"Second-career"
counseling was made
available to Agency
employees affected

by "701" exercise and
interested Agency CSC
retirees. Employment
assistance continued

to be furnised to other
Agency employees.
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Date(s)

5 February 1965

22 December 1967

* PRD remained the division'

Function(s)

Outplacement program
transferred to Per-
sonnel Recruitment
Division, Outplacement
program (sans Retiree
counseling) continued
as a separate branch.
Augmentation of re-

op
Organizational
Location

Personnel Re-
cruitment
Division* Re-
tiree Placement
Branch

Employee Re-
ferral Branch

tiree placement program

through establishment
of separate program.

The Retiree placement
and employment refer-
ral programs were con-
solidated and redesig-
nated as the external
employment assistance
program. This program
was transferred to the
newly established OP
Retirement Counseling
and Placement Staff.

Recruitment and Retiree Placement Division
official name for this operation.

A

Retirement
Counseling &
Placement Staff

External Employ- .

ment Assistance
Branch

8 external designation;

was the

,
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Appendix B

Source References Appendix

CIA. CIA/0OP/ODP. Memo for record, 17 Mar 58,
sub: An Expanded Outplacement Program --
Report of Progress. | (part of
agenda for CIA Career Council's 49th meeting,
27 Mar 58).

CIA. CIA/OP. Specialized Activities Staff
(History of) 22 Apr 68 Draft.

CIA/CIA/OP/ODP (1, above). | |

CIA. CIA/IG. Memo for D/Pers IG, 11 Dec 57,
sub: Accelerated Retirement.

CIA. CIA/0OP/0ODP. Minutes of 56th Meetlng,
30 Apr 59, CIA Career Council.

CIA. CIA/ODDS/SA/DDS. Memo for record,
27 Mar 64, sub: OP Briefing -- Personnel
Operations Division on 26 Mar 64.

CIA. CIA/OP/POD/OPB. Outplacement Annual
Reports, FY 58, FY 59. , |

CIA. CIA/ODDS. Support Bulletin, Sept-Oct 58.
Outplacement Program, p. 5.

CIA. CIA/OP/POD/OPB. Memo for record, 3 Mar 58,

sub: CSC Interchange Requirements. [::]

CIA. CIA/OP/ODP. Memo for DDS fr D/Pers.,
1l Jun 62, sub: Civil Service Status for CIA
Employees.

CIA. CIA/OP/0OPB. Memo for record, 12 Mar 58,
sub: AEC Negotiations with CSC. [i:]

UsCsSC. CSC/AEC Agreement, 10 May 57, sub:
Agreement for the Movement of Personnel Between
the Civil Service System and the Atomic Energy
Commission.
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13'

14.

15.

16.

17.

18.

19.
20.

21.

22.

23.

CIA. CIA/OP/POD/OPR. Draft Memo for Ex~Dir.
fr D/Pers, 7 May 64, sub: Review of Agency
Outplacement Program.

CIA. CIA/OP. (2, above).

CIA. CIA/OP/ODP. Memo for DDS fr D/Pers.,

1l Jun 62, sub: ivil Service Status for CIA
Employees. I

CIA. CIA/0GC. Memo for D/Pers fr General
Counsel, 24 May 65, sub: Training for Re-
employment. [ff] '

CIA. CIA/OP/ODP. Memo for Executive Director-
Comptroller fr D/Pers, 20 Feb 67, sub: Expanded
Retiree Placement and Counseling Program.

CIA. CIA/OExecutive Director-Comptroller.

Memo for D/Pers fr Executive Director, 27 Feb 67,
sub: Expanded Retiree Placement and Counseling
Program. |

CIA. CIA/OCED-Comp. (18, above).

US Congress (88th). P.L. 88-643, The Central
Intelligence Agency Retirement Act of 1964 for
Certain Employees. Signed 10/13/64. ]

CIA. CIA/OExecutive Director. 3 Action Memos

for D/Pers fr Executive Director, A-367, 22 Apr 64;

A-415, 31 Jul 64; and A-431, 30 Sep 64, sub:
Review of Agency Outplacement Program.

CIA. CIA/OP/ODP. Memos for Executive Director
fr D/Pers. 18 May 64 - response to A-367, and
18 Sep 64 - response to A-415, sub: Review of
Agency Outplacement Program.

CIA. CIA/DDP/OS. Memo for D/Pers fr C/Opera=~
tional Services, 9 Feb 65. Transmittal memo
forwarding the DDP Project Outline for "aA
Program to help certain resignees and retirees
from the CS to start on a second career."® [:::]
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24,

25.

26.

27.

28.

CIA., CIA/OP/PRD/RPS. Memo for D/Pers fr
C/Retiree Placement Service, 23 Feb 65,
sub: Retiree Placement -- Progress Report. [ |

CIA. CIA/OP/PRD/RPS. Memo for D/Pers fr C/RPS.
19 Mar 65, sub: Retiree Placement Planning.

CIA. CIA/OP/PRD. A Report fr C/PRD, 21 Nov 66,
sub: A Review and Recommendation Pertaining

to Post-Retirement Employment Prospects for the
CS Careerist. (Dist. showed D/Pers as recipient.)

CIA., CIA/OEx

or-Comptroller. -
(18, above).

CIA. CIA/OP/ODP. Memo for DDS fr D/Pers,
6 Mar 67, sub: Expanded Retiree Placement
and Counseling Program.

CIA Administrative records collections subjected to
review and analysis (although not cited in this
history) included:

\ ‘ Assistanc

CIA. CIAa/OP/POD/OPB = Annual Program Reports
' . ' (Drafts) for FY 1958 -
FY 1965. Outplace-
- ment Corréespondence

files, 1958-1964.

CIA. CIA/OP/PRD/RPS&EAB = Retiree Program studies

and corre dence

1965-67. if;T External
e Branch

correspondence 1965-67.

CIA. 'CIA/OP/RD ~ Historical Study on

Retirement Policies
and Practices October
1967 (Dbraft).
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- CIA. CIA/OP/ODP = Minutes of the CI1A
_ Career Council's 49th

meeting, 27 Mar 58,
(Reporter's rough
aft transcription.)
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DD/S .
58 - 0318
ER 10-608
MEMORANTUM FOR: Deputy Director (Coordination)
3 - . -Deputy Dircctor (Intelligence) =~
X DPeputy Director (Plans) 17 Feb 1958
\ Peputy Director (Support)
BUBJECT: Personnel Selecfion Out FProcedures

1. 1In the ronsgement of the Agency's mission, we must have & continuing
gwarencss that the vital ovjcetives to vhich we address owrselves cannot be
fully met unless each individual in the Agency is waking a real contribution.
Our personncl policles must reflect a similor awareness in keeping pace with
whet will be the requirements end tests of the future. We were forced to

. 4neresse our personnel at too rapid o rate during the period of the Koresn

war. Accordinzly, I om epproving certain procedures the purpose of which is to
identify and release from employment persons whose effectiveness is substandard
(that is, persons who cannot meeb Agency stencdords of work efficiency or conduct) .
Consicderations of fairness to the jndividunls arfected, the impact on Agency
morale, the position of the Agency in relation to the insvitable externa) pressures
generated in behalf of the persons jdentified and released imposc upzn the Agency
& high responsibility to exercise this program with painsteking objectivity.

The proceduras established oere those designed to assure Judlcious and careful
deliberation on all cases.

2, The procedures for 3dentifying personnel for selectlon out, .00

termination of cmployment, comprise the following principal elements:

&. Deputy Dircctors and Heeds of Carecer Services are responsible
for identification of personnel vwho should be selected cut in the
interests of the Agency's programs, opéerations, and activities. Deputy
Dircctors and Heads of Career Services will insure that the formal

. peviews for such identification, as described herein, ere completed
within ninety days from the da=te of this memorancum, end that similar
reviews will be conducted annually thereafter. In edéition to formal
reviews for identification of personnel who should be selected out,
each Deputy Director and Head of a Carcer Service will automatically
edvise the Personnel Office of an indivicual who fails to meet Agency
stendards at the time that failure 1s first noted.

b, TFor essistance in carrying cut this responsibility, Deputy
pircctors end Heads of Cereer Services have available the existing
- advisory mechanisms of ‘the Career Service Boards and the Competitilve
Evaluation Panels which are used to review candidates for competitive
ot.io the prades (currently GS-9 through GS-15) speciried in
Review of the qualifications oi personnel below
these grades for sclectlon out purposes will be accoemplished by the
Heads of the Carcer Services in collsboration with the operating
officials responsible for their performance. P
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BUBJECT: Personnel Selcection Out Procedures ) .

c. When the edvisory services of the Competitive Evaluation Panel
are used in order to assist in the identification of personnel for selece
tion out, the action of the Fanel may cansist of a listing of personnel
in the Career Scrvice arranged in rank order by grade eccording to those :
whose cases most warrant action for relcase from Agency employment. t .

“d. General questions of suitabllity, effectiveness, or potential

of en indivicual will automatically occasion review of his case under

. these procedures. Additionally, Deputy Directors end Heads of Career
gervices will review carefully the records of persons whose prcmotion
progress has slowed dovn. Because of the nature of the many tasks
performed in the Agency, it is to be expected that & considerable number

. of valuable employees will repeatedly come under review when this ori-
terion 1s applied. The continued employment of a nurber of these

. individuals, despite the fact that they are not promoted, in no way runs
counter to the objectives of these procedures.

e. When Pancl review of cases is requested by the Deputy Director
or Head of the Carcer Service, the results should normally be conmuni-
cated to the Deputy Director or Head of the Carcer Service through the
appropriate Carecer Service Board. If the recormendations of the Board
voary from the report of the Panel, the Deputy Director or Head of the
Career Service should be epprised of such differences when they occur.

f. When & Deputy Dircctor or Head of a Carcer Service decides
to propose an individual fcr selection out, he .will insure that the
person concerned is informed of this cdecision and the reasons therafor.,
Tn formulating this explanation he will consult with the Director of
Personnel for the purpose of determining whether the action falls in
the category of cases of ineffleiency and/or unsetisfectory conduct,
or if it stems frcm the individual's lack of qualifications for con-
tinued cmployment in the light of the Agency's staffing neecds.

T T B N I Ly M DL (R e 1 e

g, After the individuals concerned have been notified in accord=-
ance with sub-paragreph f., above, the names of personnel proposed by
Deputy Directors and Heads of Career Services for secleetion out will be
conveyed directly to the Director of Personnel for esction leading to
geparation or consideration for further training and transfer to other
components and/or reduction in grade.

o AL U L S T T S R

3. The Director of Personnel will conduct & review of all cases
received pursuant to paragraph 2g., ebove. When the Director of Personnel
concurs in the proposed separation, he will n>tify the Deputy Dircetor or
Head of Career Service concerned and arrangements will be rmade to effect sepa-
ration in accordance with the formal procedures given herein, or to accept the
individual's resignation, and (in meritorious cases) for assistance in obtain-
other employment. ' ' : '
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EUBJECT: Personnel Selcction Oub Procadures . .

4, The Dircctor of Personnel will notlfy those employees against whom
formal separation procecurcs are to be invoked of the action proposed and the
provicions for appeal. Since the separation is neccssary end adviseble in
the interests of the Unlted States, the Director of Personnel will recommend
to the Dircctor in appropriste cases that he exercise the authority granted
him in section 102(c) of the lational Security Act of 1947, as amended.
Persons selected for separation under these procedures will be informed in
writing of the final decision of the Agency to effect thelr separation. The
effective date of such separstion shall be not less than thirty days following
receipt of tha notice of fino.l declsion. . .

5, A limited number of additional copies of this memorandum may be
obtained from the Director of Personnel by Deputy Directors who desire such
copies for Heads of Carecr Services and other officials directly participating

in the personnel revieus outlined above.
. . ’

- Allen W. Dulles
. - pirector of Central Intelligence
op/Pers/QiSTewart:val (24 Jan 58)
Distribution: :
Fach Add : ) : *
DCI '
ER
DICI
D/Pers : A
p/Pers (Stayback) .
Gen Coun - .
1 - Inspector General
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' - ‘ OUT-PLACEMENT PROGRAM
' ’ The Out-Placement Program was estab- '
lished last February to provide guidance and
- - assistance

to Organization employees who
l| have either become surplus to our program
necds or who for personal reasons feel that
- a long tenure with the Organizatioh would not _
. . _ be beneficial to either themselves or the x oo

Do ) Organization. The primary administrative St

o .-l | objective behind the Out-Placement Program S
- ‘ - - Is to assist well-deserving employees to make

eI ¢ &n orderly transition from our service to other
- ' fields of employment,.

) ‘ Types of services furnished by the Out.
Placement Branch are: (1) external employ-
ment guidance in terms of current job oppor-
tunities in Federal, state, and loca) govern- .o
mental units; international organizations; .
universities; and private industry; (2) assist- CoL _
- ] ! anco in developing job resumés and appropri- . D L , .

o U ate employment data consistent with Organi- Lo : i

* zation employment status; (3) arranging for

.+ Internal security and cover clearances, as P

‘required; and (4) arranging for specific exter. S

- hal employment referrals and interviews, ) - .

! : - Although the current labor market is, and ' o _i

- , has been, fairly tight, a number of successful ' i ST

out-placements have been made by this activ- AR ]

ity, largely through the efforts of the Out- r . {

- ‘ .Placement Branch in diagnosing transferrable ' o !
skills of Organization employees and matching

~them with jobs in the same or related flelds.
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OUT-PLACEMENT PROGRAM

The out-placement program was established
to counsel and assist sclected employees in

- secking employment outside the Organiza-

tion. This program was recently expanded to
make these services avallable to personnel
who plan to apply for retirement as soon as
they qualify for annuities or who simply de-
sire employmen§ in other lines of work,

Since the start of the program in 1958,
many junior, intermediate, and senior offi-
cials have been assisted in finding other em-
ployment. Such assistance is made possible
by compiling and keeping current as much
information as possible concerning actual and
planned openings in private industry, other
Government units, international organiza-
tions, and educational and research institu-
tions. Also, interested employees are assisted
in planning their contacts with prospective
employers and in preparing and clearing job-
résumés,

Good,_ out-placement results cannot always
be assured on short notice. Therefore, indi-
viduals who intend to transfer to other em-
ployers should contact the out-placement staft

well in advance of the time that such employ- .
. ment should or must be located. Early action

is particularly important for occupational
fields, such as university teaching, in which
hiring commitments are vn"mde_‘malnly on a

For Release 2003/02/27 : CIA-RDH

cyclical basis. - -+ - 7. _ q

. s e RTINS IOV R TSI T TS 1y A Y ST R A AL DI I YT R R U S AR Y PR TR T YA O A

Py

PEed 1 P 1S RATL] (U T YTV IISTO 7 § T7 Q0FAY 1 Yo% 4 “PRp 5 " oA rcarh R iy 1 o’

- A A s e v s e s =

81 25x1

S T Sl R It e ARSI T

3
T
h
i



[ .- ., .' -
S ‘ n/

' 4" Amfroved Fr,Rele 20200310220} QARISA00708R00020016000 - prachment D

- Washingion, Ds C.

AEC ANNOQUNCEMENT 40,9 . My 31, 1957 - T l

AGREEMENT FOR THE MOVENMENT OF PIRSONNEL

P ' HETWEEN THE CIVIY, SERVICE SYSTEM
AND THE ATOIIC SIERGY COMMISSION

‘ TO: All AEC Erployses l
-
- You were recently notified of the agreement aoproved by the Atormic Energy

Commission and the U. 8. Cixvil Sarvice Commission for the moverant of
personnel. batuzon the Cl’Vl.L Service system and 'bhc AEC merit systen, el
fective June 9, 1957. BRocauss of its intewest, Jmportance, and tenofit

- to all AEC employees, th full %ext of the agreemsnt is being distributed
by means of an attachwmont to this menvrandume

- This agreement vill broaden the career opportunities for Federal employees,
and mahe it easizr for them to move batween the corpebitive Civil Service
and the AEC nerlt sysien. Spﬂc.v._n cally for AEC employees it will msan

- thoy can transfer to positions in the Civil Service system and acquire com-

pctitive stalus on a ron-competitive Lesis undsr the conditions of the
agreemant. At the sawe time, this mobility will make employment under the
AEC merit system even roro attractive - a fact you should point out in dis-

- cussing adventages of ALC employment with persons vho.mey be interested,
The basic {ramzwork of AEC's .Lndopendcnt merit system, of course, remalns
unch angedo
-;.& - 4
Any questions you may have concerning the provisions of the agree'mant. should
’ be discussed with your personnel offica.
- 1
Attachnent i
- i /
: ‘ Oscerys, }/ k Director
- ‘ - ' Divigioff ¢/f ganization ;‘
- ' . evysonnel
- J |
_ !
.ﬂ
£
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- ‘ EETVE=l THS CIVIL SERVICE SYSTEH A

THE ATOMIC E:EAGY COMITSSION

. In accordance with the authority provided in Section 0647 of the Givil :
‘ Service Rules, employees cerving in positions in the Atomic Energy Commission -
l may be appointed to positions in the competitive civil service and employees
- serving in positions in the competitive civil service may be appointed to posi=
‘ tions in the Atomic Energy Commission, subject to the following conditionss
- 1. Type of appointment held bLefore movement.

Employses of the Atordc Energy Commission must be serving in con=
- : tinuing positions under AEC regular appointments (excepted) or AEC
: regular appointments (excepted) (conditional). Employees in the com-
petitive civil service must be serving in continuing positions under
career-conditional or career appointments.,

2. Qualification requirensntls

o Ernployees of the Atoric Energy Commission must meet the qualifica-
tion stenderds and requircrents for the position W which they are to
be appoinied in accordsnce with the instructions in Section 10 of Chap-
o ter X-1 of the Federal Personnel lManual for trensfer of employees within
the competitive civil service. Imployees in the competitive service -
mist ricet the regulsar standards and requirsnents established by the
Atomi.c Energy Cormission for eppointiment to the position.

3. length of service requirement

- Employces of the Atomic Ena;;y Comnission must have served con-
tinuously for at lcast one yesr &/ in the Atomic Energy Cormission bafore
they ‘may be appointed to positions in the competitive civil service

- ' under the authority of this agreelent. Employszs in the competitive

civil service must havs® completed the one~year probational periods re=-

quired in connection with their career-conditional. or career appointe
ments in the corpetitive service before they may be appointed to posi-

tions in the Atordic Energy Commission under the authority of this
agreerente ‘ . o : .
- b, Sslection;

_ Employees of the Atomic Fnergy Comrd.ssion may be considered for ap-
- pointment at the discretion of en appointing officer for positions in
the competitive civil service in the sams mannsr that employees of the
competitive service may be considered for transfer to such positionse
- Employees in the competitive service may be considered for appointment
to a position in the Atomic Energy Commission on the. basis of their

- i/ This one year must be lmmediately preceding the transfers

83 £

Approved For Release 2003/02/27 : CIA-RDP90-00708R000200160001-0

e ed e o s wes Bewtn wis S n s e e e w e -

P HARIT-E Y J L3 ATTEIPE SRR R 47 ) PIT TR I TIIA S S Ry TLVLE TUR NS RALH B

et e P T - s b



o amih v sl ot

e e AREn ori,

i o

Se

"6,

Ta

ORSCE

8.

CmeeT m, Trmew = e o o e =

?

Approved ForiRelease 2003/02/27 : CIA-RDP90-00708R000200160001-0

-2 - \"

s
?
i
)

qualifications for the positions to be filled without regard to the order
of selection within qualification categories provided for in the special

plan approved by the Civil Service Commission for the Atomic Energy Com-

mission under Section 21,11 (c) of the Civil Servico Regulations.

Typs of appointment grented after movemont

Erployees of the Atomic Energy Cormission vho are appointed to com-.
potitive vositious under the terms of this agroement will have career
or carcer-conditional appointments, depending upon whether they meob
the three~vear service requirersnt for career tsnure. The principles
on pages CL-L2 at. seq. of the Federal TFsrsonnsl Manual will apply,
except that service which cormences with an AEC regular appointinant (ex~
cepted) ov an AEC reguler appointment (excepted) (eonditional) will be
accepbable toward meeting the service requircment. Baployees of the
conpetitive ¢ivil serviee who ave appointed to positions in the Atomic
Fnergy Coirission under the terms of this agreement will raceive AEC
regular (excepted) appolatments or AZC regular (cxcepted) (conditional)
appointmants, depending upon the length of service requiremont estab-
lished by the Atordic Fnergy Commission for such appointments.

Probationary and trial veriods

FEmployees who are appointed under this agreement will not bLe ra-
quired to serve new piobationary or trial periods.

§patus

] Atomic Fnorgy Commission employees who are appointed in the com-
petitive civil service under. ths terms of this agreement will receive
corpatitive c¢ivil service statuss Thareafter, such cuployees will bo
entitled to the benefits and privileges provided by the Civil Service
Conmissionts rules; regulations and instructions for persons having a
compabitive civil service status. Ewployees of the corpetitive civil
service who are appointed by the AEC under the terms of this agreement
will have whatever privileges are normally provided by the ALC to pergons
vho initially-feceivb AEC regular (excepted) or AEC regular (oxcepted)
(conditional) appointments in that agencye _

Effective date : ' be e

This aéreement'sﬁail bacoms effective thirty days from the date on
which it is approved. : e ,'

L] ‘o . L I

. £
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S. February 1965
| -
" c/PRD MEMORANDUM FOR: Professional Recruiters (FY 65-32)
N : ) .
SUBJECT ' ‘ : Out Placement Function Transierred
' . , , to PRD | .
-
-

_ em 1.7 The Agency!s Out Placement lunction was made my

‘ responsibility on 2 February 1965, The Out Placement 8ranch
25X1A (oPB/POD), with | now serving as Chief, OPB/PRD,
: - will report directly to C . : e L

2. With the imminent and continuing heavﬁ# impact of the acceler-

ated retirement program generated by enactment of the Agency's Early
. Retirement legislation, | will be involving mysell largely in the retiree-
- placement program as distinguished from the other out-placement actions
oy . which| . _ |br~arjqﬁ Yvili contli.nue' to ha‘ndlAe._ o
} 3. The Director of Personnel will designate a Depyty for
Retirement Placement to assist me, but he will not lunction in the
command line to OP3/PRD. . v L
25X1A © - 4, 1| am asking to divorce himself completely

fromr. Recruitment in order to serve as my Special Assistant for
- Rotiroment Placement Research. His research wili be undertaken
o mmediately with the view to readying and keeping current a Continuing-
,  Employment FProspectus for every possible field of endeavor in which
w we might logically be seeking o place Agency retirees (Education,
© Alumni Activitieés, Prolessional Societies and Associations, State and
L.ocal Government, Trade Associatiohs, Domestic and Foreign Com-
=" ‘merce and Industry, Foundations, Real Estate, Banking, Securities,
* ot cetera). While his studies will focus on opportunitles for the retiree
age group,’ they obviously will serve the entire out-placement service,

5

. 8.. Effectiva 15 February 1965, "~ |is designatod
Deputy for Recrultment. He will have no placement responsibilities,
= no lunction In the command line to WRGO. '

LV P

- T, L Croup 1 .
_ : L 857 Exclyded from auto-

OVER _ matic” downgrading
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6. Orgahizat!onally,-'you will have two imrﬁé&iagé supervisors:

for thelr separate and independent functions, my. Depuly lor Recruitvent

and my Deputy fer Retirement . Placement.’ Obviousty, the latter’ o

responsibility has been: lodged ‘with me"because the PRD :field eStablifé;;h-

. L5 a p . . . . .
S i s e T S e YR TR R G R D P T S TR ORI TV T U I USRI A Y By spueneey o ey s oo o

" ment comprises a staft of Personnel Répresentatives ideally situated T
and individually  qualified to manage elfectivély the field facet of' this task,
) . . . * - e y o's +
which, purely and simply,: is.the whole job--each man In his own
territory working his way Into the corporéte ahd ‘othér’ hierarchal )
levels, at_which the decision:to employ i$_rhade, ‘ol his total territorial .
community and its non-public;. quasi-publi¢;-'and public sectors. UL
' ' - Ce o . Lot ey e T TR L -
. < v & %, . . . ‘ -:‘. .t * * * 0 " '_' P . Y .
, 7. .__},(our added:assignment, there.for‘e,-iqr"all p.r‘acﬁcable purposes
will be the placement:qf. the rctiree in the-city of his “choice. Be, =
counting and courting your community assets as’ they peak up in this
new contaxt, .:You will.find. this added mission to your portfolio a Gy e
challenging. and: rewarding ‘responsibility: T do? . Furtherimors, iam”
: : .. . T R R T S S
certain you can sce, in this added workload a ‘grieater amount of
security and stability, respectively, as regards the recruiter in the Job ;
and his tepritory remaining within ‘reasonable perimetéers. Guldance . . !
will follow... -What you hear ncw.ls Planning, ~*: =7 " f. ”, N
. - Ferrebe s Jeel . e -. - .f A N 3] [) . 3 .
T Pl T U SN A 4w '
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| . . , |

W C/PRD MEMORANDUM FOR: ALl Recruiters (FY 65-44) Lo = .-

| -Ei———BUBJECT ¢ Organization - R
H ) 1. As y;:m have probably noticed, we have been going through the thries

of nomenclaturitis, but we have settled on the following:

W . a. Internclly, the Division will be known is the Personnel
, " Recruitment end Retiree Placement Division (PRRPD). This is such a
s wouthful, however, that the Chief will function externslly, end to some

extent internally, os Chief, Persomnel Recruitment Division end Chief,
- Retiree Placement Services, : : :
‘ 25X1A;
b. Recruitment will be constituted as a Branch under '
es Field Recruitment Branch (FRB).
. i?
iﬂ ¢. The Washington Recruitment Branch (WRO) will remein under
4. 01ld Out Placement Branch will be designated .
Employment Referral Branch (ERB). 4,/ Qs e 25X1

€. The retiree plocement activity will function as the Retiree
Placement Counseling Staff - (RECS). : : .

2. The rendering of Fitness Reports for Field Recruiters will be the
responsibility of| nyself, as the command line. RPCS, however,
will bave e direct Ticison channel, as will ERB, to all Field Recruiters.

- et——— - . .

3. I see no complications that should arise from this arrengement, I
% elready hove sterted a seperate series of C/RPS memorenda for instruction,

, ' guldence, and a!'equests for your assistance in the placement field. Some of you.
elreedy have started to feed me good idéas on the placement of retirees end
younger resignees. Please keep this materisl coming my woy. We never know
where the next good idea is going to be genecrcted in this field. It is &
bouncy business and we are going to have our ups end downs, but we are learning

k]
B 3

thet our retirees ere "marketoble" ot almost any oge if we hit the right 25X1A
combination. ‘ ' .
87
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Crosspatch. A Freudian analysis of old

" Crosspatch might reveal that as a small boy

he was tyrannized by an older sister, or maybe
his wife gives him a hard time. At any rate,
he likes to take out his resentment on the
poor sccretary. He blames her for the in-
correct address which he rattled off. He
doesn’t accept responsibility for his own poor
grammar and sentence structure, gripes about
the punctuation although his old-fashioned
rules went out twenty years ago, and makes
heavy handed corrections in ink on smooth
copy and thus precludes an erasure.

The Crosspatch dictator should remember
that this business of dictation is a team job
and as captain of the team he should:

—Encourage his teammate to ask ques-
tions.

'—Explain the nature of the project to
her; don't expect her to do the job in
the dark.

—Compliment her for a job well done.
She’ appreciates encouragement. Let
her know that you are grateful for her
efforts.

READY TO RETIRE?

One of the more obvious observations to6 be
made about early retirement is that the mid-
carcer mark of the employees affected is
moved in as much as ten years, closer.

The Career Services and components con-
cerned with the shortened service span of
employees are certain to be changing their
carcer management concepts. ‘The careerist
himself, now in or nearing the zone of early
retirement, cannot help viewing his new
status with scrambled emotions. Overnight,
he has caught the first glimpse of his career’s
fading light—and he hadn’t exactly planned
it that way.

It is a good question whether one is really

ever ready to retire. For most, our work has
a certain sentimental appeal that lcaves one
emotionally unprepared, even though econom-
ically equipped. On the other hand, if one
is unprepared economically, the emotional ad-
justment can involve more than nostalgia.

The rare individual who is both economi-
cally set and emotionally reconciled to retire
gracefully, and stay retired, needs no sym-
pathy from us. Our sympathy is reserved for
the retiree who can go it alone economically
but has no place to go, or lacks the will to
go, or both. In still a third category, how-
ever, by these yardsticks, is the retirce whose
economic situation is such that sympathy will

not close the gap between his retirement in-

come and the ongoing cost of living. Rather
than sympathy, this retiree needs a second
career, Early retirement, in the old-fash-
ioned, grandchildren-around-the rocking chair
sense, makes no economic sense whatsoever,
no matter how much he may wish it did.

With the second-career retiree uppermost
in mind, headquarters is strengthening its
Office of Personnel out-placecment program to
help bridge the distance between Organiza-
tion retirement and continuing employment
after retirement.

Research is being undertaken to determine
and keep current the employment opportuni-
tles available to Organization retirees in all
of the non-public, quasi-public, and public
sectors of Ameri¢can society. Both domestic
and foreign employment possibilities will be
continuously studied and sought out for our
retirees whose skills and talents fill the bill,
or can be sharpened sufficiently by retraining
to make them truly competitive.

These studies are progressing with the con-

_fidence our retirees possess basic qualifications

readily marketable in the mainstream of
American life, or which can be made market-
able by reinforcement through refresher
training or educationn. As these markets are
identified, our retirees will recognize, of
course, the type and amount of self-help they

4
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must contribute in their own behalf, whether
in the form of reading, home study, or formal
schooling or training. )

Self-help, certainly, is the secret of success
of any retiree’s finding suitable, satisfying em-
ployment to call his-second career. Head-
quarters can help by-pointing out the possi-
bilitics and making the first “pitch” by way
of a solid recommendation, but the individual
must sell himself, or herself.

Ideally, the future early retiree will be
aware of his retirement date sufficiently in
advance (three to five years) to let him arrive
at that destination with a ¢lear picture of his
next career—assuming he has prepared in-
telligently for it in the meantime.

Headquarters is exploring the mechanics of
such on-the-job and off-the-job assistance as
it can lcgally contribute to whatever prepara-
tion the individual is making personally. It
would be premature to suggest here what this
assistance may amount to in any individual
case, but, importantly, it is being examined in
an environment of enlightened personnel
management.

Regional representatives of the Director of
Personnel, for retiree-placement activities, al-
ready are established in several major .cities

" throughout the United States. This has come

about by the merging of the Organization’s
expanded Out-Placement function with its
existing Personnel Recruitment function—
providing a staff of senior, experienced, profes-
sional recruiters whose local and area con-
tacts have long been employed to pave the
path for deserving ethployees seeking a change
of job scenery. The recruiters’ efforts in this
area will now be formally recognized and in-
corporated on an equal footing with their re-
cruitment responsibilities. While their re-
tirec-placement duties will not demand equal
time with their regular recruiting schedules,
these new duties will call for considerable up-
dating of job possibilities in the recruiter’s
territory and the cultivation of new corporate
and other community friendships to which
the recruiter can turn in seeking to assist the
retirce to resettle in the city of his: choice,

Moreover, a roster of employers whose execu-

tive officials are favorably known by Organi-
zation officials will be maintained as the re-
pository of prime lead sources to whom the
latter can turn in recommending a fellow em-
ployee. ’ - :

. The Office of Personnel will continue to pro-
vide counselling insofar as accurately project-
ing what an employce's retirement income will
be, and calculating the revised costs of health
and life insurance plans he means to continue.
Armed with these data, three or four years
before the fact, desirably, the employee con-
templating a post-retirement second career
should check out his credentials and aspira-
tions with Chief, Personnel Recruitment Di-
vision. PRD will have in readiness a ‘‘Pros-
pectus for Continuing Employment in Sec-
ondary and Higher Education,” merely as one
example—but documented, state by state, as
to teacher certification requirements, starting
salaries, flelds in which a particular state is
experiencing teacher or administrative short-
ages (as opposed to the teaching fields in
which overcrowding may be predicted), et
cetera.

As to other fields in which you would like
to see a prospectus, you name them and PRD

. will perform the research, and provide the
contacts. Here again, you will want to get

your feelers out well in advance of retirement. -

The field of education is cited advisedly be-
cause many of our careerists can qualify in
this area after a minimum of refresher train-
ing. Further, for the long-range planners,
the retirement age in most States is 70.

Other logical fields in which a separate
prospectus will be prepared and maintained
up-to-the-minute include banking, trade as-
sociations, professional societies and associa-
tions, alumni activities, State and local gov-
ernment, real estate, securities, foundations,
and franchising.

Additionally we eventually hope to have
influentjal ties with American business con-
cerns and industries, both those which operate

CONFIDENTIAL
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domestically and those which do business or
have investments abroad.

We mean to throw out a very wide net—
especially since learning of a museum sceking
an administrative officer, a firm secking an
administrative officer, a firm seeking an Or-
ganization-experienced officer to be its as-
sistant to the president, and a large concern
operating abroad which aims to fill one of its
positions with an Organization man of ex-
ecutive caliber,

But getting back to the business of self-
help, a retired Army officer now teaching col-
lege math has this to say: “I was one of eleven
rctired officers studying at Duke University
for a Masters degree in teaching math. To-
ward the end of the course we all looked for
a job in a field where vacancies are plentiful,
We all sent out resumes and we all visited
various colleges. No one found a job by mail-
Ing resumes. All of us found jobs in the
colleges we visited. While I think good re-
sumes are important, there is nothing like per-
sonal contact with prospective employers,”

Another retired officer stated, “Resumes are
over-rated. Isent out50. Received answers,
but no positive leads.” A third retired officer
offered this advice: “Take any job in a field
you know the most about. If you have what
it takes to advance, you'll do so; but don’t
try to start at the top. Personal ‘contacts
can be good or bad. Be sure the person you

know thinks highly of you.”

In a world in which life reputedly begins
at 40, the inner world of the early retiree is
one in which his first career can end a few
years later. By this reckoning, give or take
a year, the time to start thinking seriously
about a sccond career would be at age 45,

Many of today’s 20-year military retirees, both’

employed and unemployed, insist that a better

- time to be planning a second career would be

at the very outset of one’s first career. We
buy this provided it isn’t overdone—as in the
case of the employee who, when asked when
he started working for his present company,
replied, “The day they threatened to fire me.”

PROGRAM EVALUATION
AND REVIEW TECHNIQUE
(PERT)

PERT was spccifically designed in the mid-
50’s to expedite the Polaris missile system and
has been credited with having cut two years
off its development timetable.

Defense and industry got.their first look at
PERT when Navy’s Special Projects turned
out a Polaris firing nuclear submarine years
ahead of schedule using a topnotch manage-
ment staff and this dynamic management
concept,

PERT was developed by the Navy for its
Polaris program to provide a fast, computer-
ized management tool to aid in the planning
and evaluation of progress in the development
of the weapon system. '

PERT is a management tool. It provides
the manager a useful, systematic method of
planning, scheduling, and monitoring his
project or task. PERT does not do this auto-
matically, nor does it guarantee that a project
will achieve its objectives within cost and
schedule goals. However, it does provide a
discipline that significantly aids identification

- and correlation of all project elements, thus

reducing the possibility of overrun or slippage
due to oversight. The PERT system Is char-
acterized by simplicity, flexibility, and predict-
ability. It may be applied to a wide variety
of projects ranging from short duration, low-
cost tasks to large, complex development pro-
grams spanning several years in time and in-
volving many contributors. It assists materi-
ally in managing effort applied toward proj-
ect objectives. The impact of current status

on future plans is also reported, thus provid-

ing the manager with the capability for an-

ticipating future problems in time totake————""

corrective action.

Even though PERT is looked upon by some
as just another management gimmick, it is
the only system that provides managers with
instant information in the achievement of

~current objectives. It is the only system

which allows the manager to see what effect

< . CONFIDENTIAL
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CHENTRAL INTELLIGENCE AGENCY
RETINEMENT ACT OF 1961 FOR
CERTAIN EMPLOYELS
Alr. MANSFILLD., Mr President, I

asti unanimess eonsent that the Schate

procecd to the consideration of Calcn-

dar No. 15326, 1T 13, 6407,

The PHESIDING  OTFICER., The
bill will be stated by title,

The Lrotsuativn Crrni. A bill (LR,
B4 to provide for the establishment
and maintenance of a Central Tntelli-
rence Avency LRetiremeng and Disability
System for a limited number of cm-
ployees. andd for other purposcs,

The PRESIDING OFFICER. Is there
abiection to the preacnt eansideration of
the hily?

Thete being 1o ebjeclion the Senate
proceeded (o consider the Hill, which
find been reported feomy the Cosnmitiee
on Avtued Serviees, wath pn amendimend,
to strike oul a1l atter the enneline clause
and fusert:

TITLY I—-TITLE AND DPLUINITIONS
Part A—Title

Scc. 101, Th!s Act may bo cited as the '

wCentral Intellivence Aretcy Retlrement Act
of 1064 for Curtain Employces™,
Part B—Definltinns
Sr-c. 111, When used In this Act, the terme
(1) “Agency” means the Centrul Intelll-
gence Apeneys

. (3) “Dircctor” means the Director of Cen~-

tral Inteltlgence: and

(3) "Qualifytng servlee” means scrvice
performed as o particirant in the system
or, in tho case of :orvico prior to designation,
gorvice determined by the Dircctor o have
been performad in cnrrying out duties do-
seribed in scction 203,

TITLE 11—TI1lE CENTRAL INTCLLIGENCE AGENRCYT
RETIREMENT AND DISATILITT SYSTEM

Part A—Establishment o} system
. Rules and Iegulations

== “gee, 201, (n) The Dircctor may prescribe

. rules and resutiations for gho establishment
“< and maintenanre of a Géntral Intelligenco
Agency Retirement and Disability System
for o limited number of enployees, referred
to hereafter ns the sy:tem; such rules and
reguintions to hecome affective niter approve-

7 al by tho chatrmnan nndd ranking minority

“members of the Armned Services Commiitees
of tho lnure and Senate,
(1) The Director shnll admintsler tho fyn-
Ctem aceom danes Wil sieh Fulen and reguas
Inttona sint withe e peinaiptes estabilahed
Sy thin Act,
" 7o) In'the Interestn of the recurity of the
forelgn intel)igetice aclivities af the United
States and in order further to implement
the proviso of rection 102(d) (3) of the Na-
tlonal Sccurity Act of 1947 ns amended (50

tral Intelligence shall be reeponsible for pro-
tecting intelllence sources and mcethnds
from unauthorired disclosure, and notwithe
standing the provisions of tho Administrative
Procedure Act (5 US.C. 1001 ct seq) ur
any other provisions of law, any determinae
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.« U.S.C. 403(1) (3)), that the Director of Cen- |
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and eoneliasdie and ant sibject to teview by
any court,

fotanlishment and Mabitenaney of Fund

Bie. 200 ‘Phete 1y hereby errated o fund
to Le kuresit e the Cenleal Intellipence
Aveney  Dietiretnent and Dianbility  und
whiel shiotl De maintained by the Director,
The Centr:l Intelilizence Agrncy Retirement
ancd Disability Fund i3 referred to hercaftet
as the fund.

Dartleipante

Sce. 203, The Dircctor may designate from
time to time such Apcncy ofticers and cme
ployces whose duties are determined by tho
Dirccior to be (1) in support of AnCncy nce
tlvittes akread hazardoun to 1ife or health or
(11§ ro zpecinlized because of sccurity re-
quiremenis a5 to be clenrly distinguishablo
from normal government employment, here-
atter referred to an partieipanta, whn shall
be entitied to the benefits of the system,
Any participant who has eemnpleted ffteen
vears of service with the Avency and whose
carecer at that timo s adhdged by thoe Dl-
rector 10 he quatifying for the system may
clect to remain a partielpant of such syse
tem for tho duratinn of hiz employment by’
the Ageney and such election thall not bo
gubjeet to review or npproval by the Dircce
tor.

Annuitants

&ee. 204, (a) Annultancs #hall he particl-
pants who are reeelving snnnities from tho
fund and a1l perasong, nclading arviving
wives  and bushands,  widows,  dependent
widowers, elindren, and beaeflelaries of pate
tietpanta or annnitanig who shnll become
entiticd to reeelve anauitieg in accordanco
with the provicions of this Act.

(hY When ured In this Act the term—

(1) "Widnw" means the surviving wifo of
a partictpant who was marricd to such par=
ticipant fer at least two years immediately

.preceding his death or i3 the mather of Issuo

by marriage to the participant.

(2) "Denendent widower' means the sur-
viving husband of a partleipant who was
married to such participant for at least two
years immeaiately preceding her death or i3
the father of 1ssue by marriage to the pare
tictpant, and wio Is incapable of scif-support
by reason of mental or physical disabiity,
and who received more than one-halt of hia
support from such participant.

(3) “Cnild”, for tho purporea of scctlons
221 and 233 of this Act, means an unmarried
child, Including (1) an adopted child, and
{11) n stepchild or recognized natural child
wha recelved more than one-half of his sup-
port from and lived with the participant in
a regular parent-child relationship, under
the nge of cighteen years, or such unmarriced
child regardless of age who because of physe
fcal or mental disability incurred bhefore age
cighteen 1s incapable of self-support or such
unmarricd child between eighteen and
twenty-one years of nge who is o student
regularly pursuing a full-time courso of study
or tralning in reutdence in a high school,
trado echool, tcchnical or vocntional insti«
tute, Junior college, enllege, unlversity, or
comparably recopntecd cduentionnl inatiti-
tton. A elld wheae Lwonty-firat birthday
oveura print to July 1 or after Aagunt 9L ot
any enlendnr yeur, nbd while ha in regulnrly
purating such a courso of ctudy or Lraining,
ghalli be devined for tho purposcs of this
parapraph and sectton 221(e¢) of this Act
to have attained the age of twenty-one on
the first day of July following such birthday.
A child who I3 a student shall not be deemed
to havo ccascd to be a student durzing any
interim between school years If tho interim
does not exceed four months and if he shows
to the satisfaction of the Director that ho
has a bona fide intentlon of continuing .
pursug n courre of study or training in t
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rehunt yenr 15 divided) tnmecdlately fllnwa
ing the Interim.
Part B—Cempnl-ary eontributions

ere. 218, ta) fHI% and encehndf per centum
of the badde anlary recclverd by eneh nars
ticipant shiall he conteibuted to the funtl fnr
the payment of anniitlog, earh bepefits, re-
fund= and alluwaners,  An equal sun nhall
alzo bo enntributatl ferm the respeclive Apa»
propriatlon or fund “which 19 ured for paye
ment of hia salare, ‘The ampunts drducted
and withheld {rom basle calary tegether with
the amounts so centributed fron the Appro-
priatinn or fund shall be drpncited by tho
Ageney tn the eredit of the fund.

() Ench particinant =hall bo dermced to
consent and ag-ce t9 such deductions from
basie calary,-and payment less such tledue-
tons thall he n full and complete dl~chrrre
ancl acquitnnee of atl clnims and demandn
whatsnever fur atl recular rervices during the
perind cnvered by such payment, except the
right to the benefits to which he ehall bo
entitlcd under this Act, notwithatanding any
inw, rule, or reguiation affecting tho individe
ual's falary.

part C—Computation of annuitiey

sce. 221, () The annuity of a partielpant
ghall be equal to 2 per eentum of his avernre
basle salary for the hinhest fivo con=eertive
yeara of service, Ior which full contributions
have heen mace W0 the fund, multiplicd by
thy number of veara, not exceeding thirtye
five, of nervieo eredit abtainrd In reenrdanco
with tho provisting nl reetlona 231 nnd 2532,
In deterniining tho agsereito preind of serve
jce upon which tho wanuity 13 to ho hinsed,
the fractlonnl part of a menth, if any. shall
not be counted.

(h) At thotimeof retirement, any maorricd
participant may elect to recelve a reduced
annuity and %o provide fcr an annuity pay-
able to his wile or her hushand, comrmencing
on the date fallowing euch partleipaat's
death and terminating upon the death or
remarrlage of such surviving wife or huse
band, The annuity payable to the surviving
wite or husband after such participant's
death shall be 55 prr centum of tho amount
of the particlpant's annuity comiputed ns
prescribed in paragraph (n) of this cectinn,
up to the full amount of guch aanuity specls
ficd by him ns tho bace for.the surviver
beneflts, The annuity of tho participant
making such electton shall be reduced hy
215 per centum of any amount up to 83.CCO
he specified as3 the bace for tho survivor
benclit plus 10 per centum of any amount:
over 83,600 so spectfed, '

«c){1) If nn annuitant dles and ls sur-
vived by o wifo or husband and by a child
or children, in addition to the annuity paye
able to the surviving wife or husband, there
ghall be patd to or on behoif of each child
an annuity cqual to the smallest of: (1) 40
per centum of the annuitant’s averago basic
salary, ns determincd under paracsraph (o)
of this sectlon, divided by the number of.
children; (i) $600: or (iil) 01.8C3 divided
by the number of children, .

(2) If an annuitant dies and 13 not sur-
vived by n wifo or hushand but by o child
or elldren, euch aurviving child shall bo
pald an ennuity cqual to tho rmallent of
(1) 09 per ¢entum of tho annultant’s Avere
a0 busle snlary, as determined under paras
graph (a) of this rectlon, divided by thoe
number of children; (i1) 8720; or (111) $2,1G0
divided by the number of chlldren.

(d) If a surviving wife or hiushand dies or
the annuity of a child is terminnted, the
annuities of any remaining children shall _
bo recomputed and paid as though such wite,
husband, or child had not survived the par-
ticipant. -

{e) Tho annuity payable to a child under
paragraph (c) or (d) of this scction shall
bogin on the day after the participant dies,
00 $8000S10Y or any right theroto shall

3 . » .
.

' ' . L



'in rection 231,

196}

terminate on the laast doy of the month bes
fora (1) his attatitae aee cighteon unieren
incapable of relf-cupport, (2) his heenminey
canable of relfezuppaorg after apo clehtepn,
(3) hly marrlame, or (9) e death, cnoont
that the ennuity of o eh:Nd who 15 a ctudent
r5 Cemetibed In cortton S0D) (3) of this Act
choll termitnate on the last day of the month
before (1) his marriange, (2) his death, (3)
his ecaeliv; to be suel a ctudent, or (1)
his nttaininn pen twenty-one,

(1) Any uwtmareied partietpant rellring
under the provicions of this Acy and found
by the Director to Le in rood healthh may at
tiie thme of retirement elect a reducsd nane
nuity, in lcu of the annuity as hereinbaforo
provided, and destenate in writing o porson
having an fnsurable Interest (na thnt torm
s vzed n o goetion O(h) of the Clvil Sorvico
Rettrement Act (5 US.C, 2259(h))) In the
participant to recelvo an annulty after tho
particivant’a death,  Tho annuity paynbla
to the parttetipant mating such clection thall
be reduced by 10 per coentum of an annuity
comptited ra provided In paragraph (a) of
this coetlon, and by 6 per centum of an AN
nutty co cormpnted for each full flve yoarg
tho peraom lesisnated s younner than tho
patticipant, but such total réduction ghall
hod eseced 40 per centiim, The anuity of n
mrvivor destennted under this poranranhy
shall Ly 65 per contim of the redueced one
nulty comptited na preacribed ntove. Tho
annulty payohle to n heneflelary under thoe
frrovislona of this paragraph shall bLenin
on the first day of tho next month osfler
tho participant diey, Upon tho ccath of the
survivins bencflelary al paymenta ahiall eonse
ol no fnrther annnity payments authorized
under this parnstaph ehall bo due or payable.

Pert D=Dencfits accriing to cortain
participants

Retirement for Disability or Incapacity—

Meadtieal Ezamination—NRecovery

Bre, 231. (n) Ang particinant who has five
years of rarvies credit tawrard retirement un-
der the system, encludling militaty or naval
rervice that 3 credited in accordonees with
provistons of reetton 231 or 233(a) (2), and
vho beoeonies totally disabled or Incapacia
tated for uszeful nnd efilcient servico hy 1ea-
con of dieace, flincss, or Injury not dug to

Tvitlons hables, Intemperance, or wiliful nilge

conduct on his part, rhinll, upon hia own ap-
pleation or wpon ordet of the Dircctor, ho
retired on an rnnutty computed ng preactibed
It tho disabled or Inenpns
citnted partictpant Is undep siXty and hng leng
than twenty senra of cepvico ercdit tovward
hla fetiremont tnder the syatem ot tho thne
ho I3 retived, hia annulty ahall Lo computerl
on tho nsawmpiion that ho hes had twenty
yeara of ecrvico, but tho additlonnl servica
credit that may nccruo toja participant un=
der this provislon shall“in no case exceed
the diTerence between his nge at the time
of rotirement and ago sixty, but this provi-

ston ahall not incrense the anulty of any -

survivor,

(b} In each case, tha participant shall bo
fiven n medleal examination by one or more
duly qualificd physlclans or surgcons desig=
nated by the Dircctor to conduct examinne
tions, and dlsability shall bo determined by
the Dircctor on the bLasis of the acdvice of

- such physleinns or surpcons, Unless tho dise

ability o' permanent, Mike examinations shall
be made anuually until tho annultant has
reached the aintutory mandatory rotirement
fgo for his grado na provided In sectton 233,
It tho Dircetor determiines on tho basis of
tho rdvico of ono or more duly qualied
physleians or surpcons conducting such cxe
aminations thas an annuitant has recovered
to tho extent that bo can return to duty, the

.annuitant may apply for volnstatemens or

reappolntment in the Agency withia one

.
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year frota thecate his recovery ia determineed,
Upon application the Director nmny reinstato
any such recoverad di=ability nnnuttant in
the prade In which he vas gesving at time
of rctirement, ‘or the Director may, {aking
into con:ldcratton the are, aquatideations,
and experience of such nnnuitant, nnd tohe
nrecent prado of hia contemperaries in tho
Ascncy, appoint him to a grade hizhosp than
tiio one In which he was gerving prior to
retiremient.. Payment of the ennuity chall
continuo until a date nlx months after tho
dato of the examlnatlon chewing recovery
or unil the dato of rcinstatement or re-
appointment in the Agcency, whichover 13
carller. Tees for examinations under this
preziston, tesether with rensonable traveling
nel other expensea Incurreed In order to aube

It to examination, chall Lo pald out of
tho fund. If the annuitant falls to submit
to cramination ns rcquired uneder this rece
tlon, payment of tho annuity shnll be avgs

- pended until continuance of the disabiitty
13 catisfactority established,

(c) It a recovercd lzabity annultant
whoso annuity 13 discontinued i3 for nny
reason not relnstated or reapprotinted in tho
Ascncy, he shall ho consldered to hava Yeen
teparated within tho meaning of parprranhs

= (m) end (h) of cestlon 231 a3 of the ¢iate ho
wag retirsd for dizability and ha shall, after
tho dlzcontintianco of th? disabitity nnnnity,
bo cntitlcd to the benefits of that ecetion
or of rcction 241(n) except that he may eloct
voluntary retirement in accordance with tho
proviilona of rection 233 If he ean quatlfy
unedar {ta provistons,

(1) No partleipant ahiall Lo entitled to
reentvo an annuityg und-~r this Act and eome-
pensation for Injury or diadbility to himzel?
under tha Federal Employecs’ Compeneation
Act of Ecptomber 7, 1916, as anienced (3
U.S.C, 751 ct seq.), covering the came perlod
of time. Thils proviston shall not bar tho
right of any clatmant to tho greater honetils
conferred by either Act for nny part of
tho same neriod of timo. INelther thig pProe
vislon nor ony provislon of the enld Act
‘of Ecntember 7, 1018, as amended, phall
ha eo construed as to deny the right of nny
participant to recelve an annuity under this
Act by reazon of his own services aned to re-
celvo concurrently. any payment under such
Act of Scntember 7, 1910, as amended, by
renson of tha death of any other perzon,

(¢) Motwithstanding any provision of law
to tho contrary, the right of ANy Peraon one
titled to nn amuity under thiz Act ahall not
Do affected hecnuse such person hns recetved
an nward of compensation o lump anm une
der rection 14 of tho L'ederal Lmplnyeces’
Compennation Act of Scpiember 7, 1016, as
ameonded (6 U.8.0. 704), except that wheroe
such annuity 13 payable on aceount of tha
rama disability for which compensation under
&uch acctlon has been patd, so much of such
compensation as hag been pald for any peoriod
extended beyona the date such annuity hee
comes cffectivo, ns determinecd by tho Sceree
tary of Labor, shall bo refunded to the Do-
partment of Labor, to ha patd into tho Fed-
eral employecs’ compensation fund. . Detore
such person shall recetvo such annuity ho
shall (1) refund to the Department of La-
bor tho amount representing such commuted
payments for such extended perled, or (2)
authorize tho deduction of asuch amount
from tho annuity payablo to hint under this
Act, which amount shall bo transmitted to,
such Departmeint for relmbursemont to such
fund. Deductions from such annuity may ko
made from accrued snd accrutng payments,
or mny bo prorated agoinst and paid from
necruing payments in such manner as the
Sceretary of Labor shall determino, whone
ever he finds thag the financlal circumatances
of tho anauitant are such aa to warrang 0“02.
deferred refunding, . .
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Dcath In Eervico )

6re. 233, (n) In eazn a participan, dleq nnel
no clalim for annwnity 3 payahin unelrep the
providons of this Act, h!a contribution tae
the fund, with Intsrest at tha' rates pre-
ceribed tn reetlona 231(a) and 221(a), shall
o patil tn tho orfler of preecdenco shown
In tectlon 231 (H).

(b) TL o participant, who haa at laost five
yeara of rervics ercidly toward reiratnent une
cder tho syatem, excludlng military or raval
nervice that 13 croelltzd in necordanes with
tho provisions of seetinn 231 cr 232021 (2),
dlea before separation or relirement from the
Arency and i3 survivdd hy a wido'w or a doe
pondent widower, pg delined in reetion 204,
such wirlow or depentont widnwer shall ha
entiticd to nn annmity erqual to 55 por ceayum
of tho annulty compn*~g in nrenrdanees with
the provisioni of scction 231¢(a)., Thoe nne
nulty of suchy widow or ¢lepandens vdawer
ghall commeneo on tha date follewinsg death
of tho participant and chall teimina'e uren
dcath or remareinge of tho wirloy nr dee
pendent widawrer, or unan thg aarrndrnt
widower's hecoming earadlo of relf-supnars,

(c) If a patticipant who hng nd lengs five
Tears of acrvice ercdlt towaril rettrarznt une
der the fzstem, exeln‘line militaey ar naval
£otvico thn (3 eteediter] n pasasdacirg <ith
the proviriona af s~ation 251 er 237/a)12),
Me3 heforo senaration rr retirement (rom tho
Ageney and 13 survlved by a witn o o huse
band nnd a child or children, erch ancvivine
child ahall b2 entitied o on annuity come
putcd in nccortlancs with tag pravisiony of
nection 2211e) (1), Tho child's phnaiiy ahall
henin and bo tenminatad in accesidnnsa with
the provistons of ~nction 221(e). Unon tho
doath of the curviving wife ar hvsband or
termination of tha annnity of n ehild, the
ennuities of any remaining chilidren chail ho
recomputed ntel pald pa thouely siely wife or
hu-band or child had not anrvived the pacs
ticipant.

() It a participant whe has at leass five
Fears of acrviea eradlh tomare paticemeont 1ne
dor the systom, exclnding military Ay naval
gorvice that i3 ercdited In asecrdanes with
tho provislons of section 251 or 232(a)i2),
dins beforo ceparatlon or retiremesnt from
tihio Ageney onad i3 nob survived by n wife o2
hushand, but by a chilsl or ahtler~n, each
surviving eht'l chall by entitled *n on ane
nuity ecompnted in accordanco with the nloe
visions of ccetlon 221(e) (2). Thn ehitid's ane
nuity chall bezin and terminats In cecorde
nneg with the nprovislions of restlon 221(0),
Upon termination of tho annuity af a child,
tho annutles af any remafining ehildzen
nhall ho recomputed and paid ng throunh that
ehild had never been entltled to tho henes
fa¢, .

Yoluntary Netirement

Sce., 230, Any participant in the system who
fs nt least fifty years of nme and has rene
dered twenty yenra of cervics mag on his
ovn appliention an<d with the conzant of the
Director be retlred from tha Afoney and ree
ccivo benefity In accordtance with thoe pro-
vislona of section 221 provided he has nos
less than ten years of gervico vrith the
Agency of which at lerst five shall have been
qualifying service.

Discontinucd Service Benefits

8re. 234, (n) Any particinant who sepae
rates from tho Agency nlter having pers
formed not Jess than fvo years of gtervice
vIth tho Afnency, may, upon separation from
the Agency or at any timwo prior to boe
coming cligiblo for an annuity, clect to have -
his contributions to the fund returnsd to
him in accorfanco with tho provisions of
acction 241, or (execapt In cnrscs whers the
Dircctor dctermines that pepamition was
based in wholo or in part on tho ground of
disloyalty to tho United Statcs) to lcave his,

1 . -
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cantrivuatian . e e Dunid el vecelve nn -
prudty, compprited o, pre vl By eetlon 288
Enmeneiingg ot e e of st v-Twe veurs

(Y I pastieipast whe heecgmatified i
secordatiee with the provistons of parsgraph
(aY of thus section o receive o deferred ane
nulty connenciumat the age of sixty-two dics
before reaciing (e pre of sisty-twn his cone
tributlons to the (und, with interese, shall be
pakd i acrardance with the provistong of
rectionn 241 and 201,

Mandatory etirement

Sic. 235. (a) The Dircctor may in his dis-
cretinn place tn a reifred status any partici-
pant wio has completed at least twenty-five
vears of fervice, opavho Is at Tenst ity years
of are find has completed ot least twenty
vears of serviee, provided sueh participant has
1nat less than ten years of rervice with the
Agenrey of which at least tive stitll have heen
qualifying service, I <o retired. such portici-
pant shatl recelve retirement benesits In nc-
cordance with the provisions of section 221,

(L) Any participant in the system recelve
Ing comipentatinon at the rate of grade G:i+-18
or nbavo shnll be autematically separated
from the Arency upon reaching the are of
sixty-five.  Any participant in the systom re-
cvtving compensation nt a rate less than
gradde QI T ahntt be antomatieally neprrated
tront the Agqeney upnn reachingg the ape of
atxty,  Pact popntadtons nhedd be viteetive on
the Inat vy of The manth i whitel g jemeitet.
Pt tenchien nee ity or Py =Tve, nn el
Ned I thita rectton, bt whenever the Diveds

tor ahall determine 1t ta be i the publie ine-.

terest, e may estend such partieipant’s nerve
tee for a period not to oxceed nve years, A
participant separated under the provicions pf
this rectlon who has comnleted five years of
Apency servira shall receive retirement hene-
fita In accordance with the provislons of fece
tion 221 of this Act. ‘
Limitation on Nutnher of Retirements

$re. 236, The number of particlpants re-
tizlng on an annuity pursnant to scctions
233, 244, and 235 ot thitr Act rhall not exceed
a total of four hundred during the period
ending on June 30, 1969, noe o tetal of four
hundred durlug the period  heplunine on
July 1, 1069, and ending on June $0, 1974,

_Part E —Disposition of eontributions and in-

terest {n ereees of bonefits receired

Src. 241, (n) Whenever a participant he-
comes separated from the Agency without be<
coming eligible for an annuity or a delerred
annuity in accordance with the provisions of
this Act, the total amount of contributions
from his salary with intcvest thereon at 4
Por centum per annum to December 31, 1947,
and 3 per centiun prr annum thereatter coms
pounded annuatly to December 31, 1956 (or,
in the case of a participant separatedd from
thio Ageucy hiefore i has cpmipicted five years
of service, to the dato ol separation) and
proportionately for thie period served during
the year of acparation including all contribu-
tions mada daring or for such perlod, except
un provided in section 8L, shindl be returned
to him,

(1) Tw the event that the totnl contribu-
tiony of a rvetiredd participant, other than
voluntary contributions made in accordance
with the provisions of section 281, with in-
terest nt tho rates provided in paragraph (aj
of this section added thereto, exceed the total
amount returncd to such participant or toan
annuitant claiming through him, in the form
of annulties, the excess of the accumulated
contribuntions over the nccumulated annuity
payments shall he patd in the following or-
der of precedence, uporn the establishment of
a valld claim thcrefor, and such payment
ahnll bo o bar to rccovery by any other pere
son: .

(1) To tho bonecficiary or bencAclarics
designated by auch participant in writing to
tho Director; -
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G0t there e no aaeh buncetininry to Lhe
urviving wite or hushnnd of mwch preticts
[ARTLL

¢TI0 none of the sbove, Lo the ehild or
ehittriren of sueh partieipant and descenduntn
of deceonsed chlldren by representation;

4) If none of the nbove, to the parenis of
such participant or the survivor of them;

(n) It none of the ahove, to the duly ap-
pointed executor or administeator of the
estate of surh partleipant;

(6) If none of the nwhove, tn other next of
Xin of such participant as may be determined
by the Director in his judgment to be Jegally
entitled therero,

{¢) No payment shall be made puraunnt to
paragraph (b)(G) of thls scctlon until after
the oxpiration of thirty days from the derth
nf the retivedt participant or his surviving
annuitant,

Part F-—Pcriod of scrviee for annuitics

Computation of Length of Service

Snic. 251, For the purposc of this Act, the
perinl of service of A participant rchall be
computed from the date he becomes n poare
tickpant unger the provisions of this Act, but
all perinds of scparation from the Agency and
so much of any leaves of abrence without pay
na may execed six months In tho npgrenato
v nany ealendar year ahall be exelneed, ex-
copt leaven of nhrenea white reeciving henee
0 wnder tha Federal Fraployees” Compaene
mtton Act of September 4 10V, wn nmiendded
(h VERE 01 oL ne), and oves of nhinonco
pranted pueticipants while pecforining netivo
ancd honnreble military or naval service In
tha Army. Nnvy, Alr Force, Marine Corps, or
Coast Gunrd of the United States.

Priar Service Credlt

Sre. 233, () A participant may, subject to
the provistons of this scction, inciurde In his
period of service—

(1) civilian rervice In the exccutive, judt-
elal, and lezislative hranches nf the Federal
Government and In the District of Columbia
povernment, prior to becoming a participant;
aned

(2) active and honarable military or naval
rorvico in the Army, Navy, Atr Force, Marine
Curps, or Coast Guaurd of the United States
prior to the date of the acparation upon
which title to anntity 1s hased,

th) A particinanit may obtiain prior civillan
sorvice credit In accordance with the proe
visinny of paragraph (a) (1) of ‘thls scction
by making a speetal contribution tn the fund
equnl to the percentage of his basie annual
salary for cach year of servico for which
credit i3 songht rpecified with respect to such
year In tha tablie relating to employces cone
tatned In section 4(cy of the Civil Bervice
Retirement Act (8 U.5.C. 2254(¢)), together
with {nterest computed as provided (n stce
tion 4(e) of sueh Act (3 U.S.C. 2234(e)).
Any such participant may, undet such cone
ditions as may ha determined in each ine
stance by the Director, pay such special con-
tributinns in instaliments.

() (1) If an officer or ewmployee under
somo other Government retirement syntem
hecomen A partielpant in the system hy direct
transfer, such oMcer or ecmployec's total con-
tributions and deposits, Including interest
acerucd thercon, except voluntary contribu-
tinns, shall be transferred to the fund effec-
tive as of the date such oflicer or employco
becomes a particlpant In the syatem. Each
such officer or employee shall be deemed to
consent to the transfer of sich funds and
such transfer shall be & complete discharge
and acquittance of all claims and demnands
against the other Government retirement
fund on account of service rendered prior to
becoming a participant In the system,

(2) No participant, whose contributions
are transtorred to thoe fund in accordanco
with tho provisions of paragraph (e¢) (1)
this scction, shall be required to make co "

)
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Seplember
Lrintinna in aditton o thow tranfereead

for periods of peeviee for whieh full contritrti-

o were annde to the other Government

retirement funld, nor <hinll any retunrd he

marty to uny such prrtieipant on accamy nf

eontributiona made during any perled to the

other CGovernment retfzement fund at a

higher rate than that fixed for emplnyres by,
sectinn 4(e) of the Clvil Serviee IIatirament

Act (5 U.S.C. 2254(r)) for contributions W

the fund,

(3) No partieipant. whose contributions
are transferred to the fund in acensdance
with the provisions of parazraph (c) 1) nt
this cectlon, shall receive eredit tor periods
ot rervice for which a refund of eontributinns
has been made, or for which no enntribue
tions were made tn the other Government
rctirement fund. A participant may, hnve

ver, obtaln credit for such prior rervice by
Innklnq n spectal contribution to the tund in
neccordance with the provisions of paragraph
(h) of this scction.

(1) No participant may obtain prior clvile
1an service credit toward retirement under
the system for any perlod of civilian garvice
on the basls of which he i3 recelving or will
in the future be cntiticd to recelve nny ane
nuity nnder another retirement aystem rove
cring clvilinn pereonnel of the CGnvernment,

{e) A participant may ab'ain priae milie
tary or naval nerviee credit in nernrilahee
with the provintenn of parngraph () G of
thin neetian by spplylug toe it o tho Dircee-
tor prior to retivemnent or aepiration from
tho Arency. IHowever, in the easn of o pare
tictvant who s eliniblo for and reretves re-
tircd pay on account of military or nnrval
rervice, tho period of gervice upon which sich
retired pay Is based shall not he included,
cxcept that In the ¢nso of a particinant who
f1 ellmble for and recelves retifed pay on
account of a service-connected dirinlity ine
curred I combat with nn enemy of the
Unitedd States nr caused by an Instrumene
tality of war and incurred in line of dutey
durlng a periorl of war (as that term {4 v57d
in chnapter 11 nf title 38, United States Crdled,
or 1s awarded untler chapter 67 of titla i of
tho United States Coxle, the period of such
milttary or naval serviece chall be Included,
No contribnttons to the fund shall he ree
gquired {1 connection with military or naval
servine crodited to a partleipant in accorde
ance with the provisions of paragraph (a) (2}
of this section.

(f) Notwithsianding any other provision
of this scction or scetion 233 any military
service (other than milltary service covered
by military leave with pay) performed by o
participant after December 1050 shall be ex-
cluded in determining the apgreTate period
of service upon which an annwmty payable
under this Act to such participant or to his
widow or chiild 15 to bo based, {f such particl«
pant or widow or child is entitled (or would
upnn proper application bo entiticd) nt tho
timo of such determination, to monthiy old-
age or survivors' henefits under section 202 of
the Sncial Security Act, as amended (42
U.8.C. 102), based on such participan?’s wages
and sclf-employment income. If in the ¢nke
of the participant or widow such military
gervice 1s not exchwded under tho preeed'ng
sentence, but upon attaining age stxty-twn,
he or she beeomes entitled (or would uron
proper application he entltled) to such bene-
fits, tho aggregate perlod of service upon
whitch such annulty i3 hased shall be redeter-
mined, cifcctive as of the first day of the
month in which he or she attaln such age,
80 as to exclude such service.

Credit for Scrvice. While on Military Leave

Src. 253. (n) .A participant who, during
tho perlod of any war, or of any natlonal
emergency as procinimed by the Prestdent or
declaved by the Congress, has left or leaves
his position to enter the milttary servico
shall not bo consldered, for the purposcs of
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thl, Act. e eeparated feom his Apency peel-
Hon by Feanon of such military serviee, untess
Ne hdl apply tor antd recelve o refandd of
emtributions amader thus Act: Procid-sd, That
ety parhicipatton shinlt vot be considered n3
retnining Wb Areney positton beyond Des
cember 31, 1056, or the explration of flve
years of sueh willttary cervice, whicheyer
15 Inter. .
(LY Cont=ihutions :hall not be required
cuverinm perf{ads of leave of abaence from the
Apcncy pranted a participant whille performe
ing active mitiitary or naval service tnf the
Army, Navy, Alr Force, Marinoe Cur,)s. or
Coast Ginard of the United States. ;
Tart G-=—2loncys
Estimate of Appropriations \ccdcd

Bre. 261. The Direetor shall prepare the
estimntes of thte annuael approprintions re-
quirat to bhe mrde to the Iund, and ahall
cauce to he made actuarint valuations of the
fund at intervals of five years, or ofiener if
decmed necessary by him,

Investment of Moneys In the Fund

S 261, The Director mav, with tho ap-
proval of the Recrctery of the Treasury, Ine
vest from time (o tionte (n fnterest-bearlug
recuritics of the Untted Siates anch portlons
of thie fand a« In his Judzment may not ho
smmedintely required Tor the pavnwent of
annuttlea, cashy beneflts, refunda, and allov-
ances, and the Income derived from sich in-
vestments ehall conrtitute n puart of such
fund. |

Attachment. of Monceya

Src. 263, None of the moneys mentioned In
thix Act atall bie assienable either i law
or cqully, or be subject to execntion, levy.
attachment, garnlshment, or other I]q;.\l
Pprocess, ’
Part H—Rctirced partictpants recalled, rein-

stated, or recppofnted in the Agency, or

rcemployed in the Gorcrnment !
Regall

&re, 271, (aY The Director may, with the
consent aof any retired partleinant, reenll such
partlefpant to duty i the Avency whenever
he shall determitne sucih reecall is 1n the niibe
e Interent,

(H) Any auch participant geealicd 1o duty
in the Argcney In accorcance with tho prove
vislona of paragraph (ay of thls scction or
reinstated or reanpointed In aceoardanc? with
the provisious of rection 211(h) shnit, while
80 ecrving, bo entitled in hiew of his nnnuity
to the full salary of the grade in which he ts
sorving, During such secviee, lie shall make
contributiiong to tho 1und In accordance with
the provisions of section 211, Whien he res
verts to Ids retired status, his annuity shall

Cbe determinad anew in '\ccordance with the

provisions of secilon 221.
r'ccmployment. R
See. 272, Notwithstallding any other pro-

" vislon of law, a pﬂnlclp'\nt reilredd under the

provisions of this Act 311all not, by reason of
his retired ﬂl'\tlls. be barred from employ-
ment In Federal Government aervice in any
appointive posirton for which he s gqualified,
An annultant sa reemploved shall serve at
the will of the appointing officer.

Reemploviment Compensation

Seg. 2T, (v Notwithstandiug any other

. provision of law, any anmitant who has ree

tired yndder this Act nnd wha 1s employed In
the Foderal Government rervice In any ap-
pointive 1)0'|t,lu:\ cither on n part-timo or
full-tinie basis shall be entitled to reccive his
annuity pu.\blo under this Act. but there
annil bo deducted from his salary a sum
equal to the ancuity aliocable to the period
of actual cmplnvmcm

“(bV In the event of any overpayment under
this scction, such m,crp.xyment. shall be re-
covercd by withholding:: the amount involved
from tho salary payable to such recmploycd
anmumnt. or from any in=
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cluding hin annully, pavable In aecordnnee
with tho provisions of thila Act.
rart I--Voluntary cantributions

St 281, (n) Any parvticipant may, nt his
option and under such rerulations ns may
he preweribed by the rector, deprmlt adedle
tional sums In mnttiples of 1 per centum of
his hasle ralavy, but not In execla of 10 per
centum of suely salary, which amounta to-
rethier with interest at 3 per centum per
annum, compounded annually as of Deoceme
ber 31, and proportionately for the peried
served durnine the year of his retirement, in-
cluding all contributiona made during or
for such perlod, shall, at the date of hia re-
tirement anad at his election, be—

(1) returned to him In a Iwmp sum:

§ (2) vsed to purchase an additional life
nunuity;

(3Y used to purchase an additionat ife
annuity for himrelf and to provide for a caxh
payment on his death to n henefictary whose
name shall e notifled In writing to the Di-
rector by the participant; or

CH used to purchase an additional life
annulty for himzelf and a life annnity comns=
mencing on his doath payayble to n hene-
fietary whose pame shall be notifled In
writing to the Direetor hy the participant
with a puarantced return to the heneficlury
or hls leral reprerentative of an amount
cqual to the ensh payment referred to In
subparavraph (3) nhove.

() The benetits provided by subparapraphs
(2), (3, or (1).0f puranraph (n) of this secs
tion ahall he 1rm..rl|lly equivalent In value
o the pavment provided for by subprragraph
(A (1) of this cection and shall bo caleuiated
upon such tables of moartality a3 mny de
Jrom time to time prescribed for this purpnse
hy the Director,

(c) In care a participant aliall hecome sepe
arated from the Anency for any rchson exe
cept retirement on an apnuity, the amount of
any additional deposits with lnterest at 3
per eentum per annum, compounded as s
provided in paraeraph (a) of this section,
mnade by him under the provislons of satd
paracraph (a) shall be refunded in the mana
ner provided in section 241 for tho return of
contributions and interest In the cnso of
death or separation from the Ageney,

()Y Anv henelits pavable to o participang
or to his benelleiary in respect to the addi-

“tlonal deposits provided under this section
shall e In acditlon to the benefits otherwise
provided under this Act.

Part J—Cost-of-living adjustment of

annuities

See. 201, (a) On the hasis of determinne
tions made by the Civil Service Commission
pursunnt to secction 18 of the Clvil Service
Retirement Act, a3 amended, pertalning to
per centum change In the price index, the
following adjustments shall be made:

(1) EfTcctive April 1, 19686, i the change in
tho prico Index Ifrom 1964 to 1968 shall have
cqualed a rise of at least 3 per centum, ench
annulty payable from tho fund which has o
eommencing date eariler than January 2,
19205, shall be Increased by the per centum
risc In the price index adjusted to the nearest
onn-tenth of 1 per centum,

12) Etlectivo April § of any year other than
1066 after the price index chango shall have
cqunled o plio of at least 3 per centum, each
annulty payahle from the fund which has
& commencing date earlicr than Janumy 2
of the preccding year shall be Increased by
the per centum rise In the price index nde
Justed to the nearest one-tenth of 1 per
centum,

(b) Fligibllity for an annulty increase un-
der this section shall be governed by the coma
mencing date of each annulty payable from
the funds as of the effectivo date of an ln-
creaso, except as.follows:

(1) Effcctive from thc dnte of the Arat in-

2221

nble from the fund to an annultant'as sul
vivor (other than a ehitd entitled vinder ree
tion 221 {c}), which annulsy enmineneed t¥
day after the anuuitant's death, nhall be ir
creaned ra provided In sutzeettnn (n) (1) ¢
(8} () 1 tho rammenning date of annult
to the annuitant was earhier than Jannuary
of thc yonr preceding tha hires Inereasn,

(2) Lfectlve from i eommencing dat
an annully payable frum the fund tn an arn
nultunt's survivor (other than a chlld er
titled under rectlon 221(e)), which annult
commences the day after the annuitant
death and after the effecilve date of the fir:
Increase ander this scztion, shall be ir
creased by the total per centum increase th
annwitant was reeelvine vnder this sectio
at denth, .

(3) For purpnses of computing an annuit
which comincnces after the c¢ffcctive dat
nf the first fnerense under this section tn
ehild under rectinn 221(c), the itenis LCO
6720, 81,800, and $2.160 appearing In sectlo
221(c) shall be inzreased by the toial pe
centum inerenre allowed ane in force unde
this rection and, in eate of a deceaged aAn
nuitant, the {tems 40 per centum and 50 pe
centum appraring in rectinn 221(e) ehall b
Mmerensed hy thae total per centum increar
nllowed ane in farce under this se~tion to th
annultnng asdeath,  Bifective from the dot
of the first tncrease unsder this section, th
provisionsg ot this pnragraph shall apply a
it such nirst Increnso were In effect with re
spect to computation of n child’s annuit
nnder rectlon 221{e) which commencned he
tween January 3 of the year preceding th
first Incrense and the elfective date of th
first Increase.

{c) No incrense In annuity provided hy thi
rection shall he computed on nny wdditiong
annuity purchaced at retirement by volun

tary contribtitiuns,

(d) The monthly Installment of annull
after adjustment under thia section shall b
fixed at the nearest dollar,

Mr. STENNIS. Mr. President, th
purpose of the propased lersislation is t
provide an improved retirement sys
tem for ccrtain employees of the Ccnzrn
Intellimence Aqency.

I ask unanimous consent that I ma’
yvield to the Scnator from Massachusett
(Mr. SavronstaLtl, onc of these whi
worked on the hill, without losing m:
right to the flnor.

The PRESIDING OFFICER., Withou
objection, it is so ordered.

Mr. SALTONSTALL, Mr. Presldcnt
as ranking minority member of the Com-
mittee on Armed Scrvices, I would 1ik¢
to supplement the xcm'\rk% of Scnato.
Stennts on ILR, 8427, which §s aime(
at improving the retirement system fo;
a ccrtatn seement of the employees o
the Central Intelligence Ageney. I woul(
like to emphasize the following points or
this bill,

b4

The purpose of this bill is to provid(
an improved retircment system only fo:
those Central Intelligenge Anency em.
ployees who are actually involved In sup-
porting or conducting our U.S. intclli:
gence operation abroad. .These people
arve involved in activitics which are haz!
ardous to their life and health, * As thes(
people become older and move into thelt
carly fiftics 1t is not possible, because of
the rigorous conditions of service, fol
all of them to scrve the further perioc
of time necessary for them to qualify
for immediate retirement \mder the nor.

Piiki g ‘"&llf‘ﬂﬁpyb ‘Bﬁ‘?’d‘&hﬂbo?&ﬁf%‘oﬂ"tﬁ" rules,

36 . .

T




T AR s

!
!
]
22

]
| ‘

1 This bill, 1 effect, dovs three thines,
i.'.‘M, it permits these cmployoes to he
Ctired with an smmediote annmaty be-
iahing at ane 53 i they have completed
7 years service or, without reqard to
o, if they have completed 25 years of
vrvice., Sceond, it contnins no financ:l
caaity for retirement as ‘s apphicable
y ewvil sorvice 1otiramment under ane 60,
Chibed, L provides that these employees
or each year of creditable serviee will
1wve their retired pay based on a flat 2
wreent of thelr hichiest 5-year averace
slary s compared to the ciwvil service
Lrovisions which provide for a lesser re-
;.rom:‘nt multiplier for the first 10 years
£ =opvice,

mn

The Senate version of this bill has heen
i‘.rc:\tly tichtened as comhared to the
fouse versiom, One of the prineipal
bommittee amendmetits is the limita-
ien which provides that not more than
00 persons may relive under this act
etweet now add June S0 1969 and nng
rore than 400 over the followving h=-veur
soriodd,  'Thcre are a number of other
najor nmendinents to this bill all of
1 hieh are sct forth in the committce re-
rort beginning on page 6.
v

This legislation was reported unani-
otisly by the Senate Commiittee on
Arined Secrvices. The bill is essential in
brder to meet the retivement problem
roused by the severe condittous of serv-
ce for this small sroup of men who so
\bly serve their counyry throushout the
wvorld,

I join Scnotor Stewwis in uraing its
nnmedinte adoption by the Senate.

Mr. President, T belicve the purpose
af the bill is an eminently [oir one and
s« Justitied for the comparatively small

..‘}n,u.mbor ol employees for whom it pro-

vides these benefits.
I "Mr. AIKEN.
Sanator yield?
{ Alr. STENNIS. I yield.

Mr. President, will the

Mre. AIKEN, Doces the retirement sys-

’lcm for CIA employcees employed in for-
eigt countries apply to nlions as well as
to citizens of the United States?
Mr. STENNIS. ‘The bill contains two
,,spcclﬁc provisions on this point. First,
jit provides that the Didector, in naming
tie employers to be covered under this
system, shall desiinate only those de-
tevininied by him ta be in support, of
Auseney activities abroad, and In dutics
Lazardous to the e and health of the
cmployce.

Mr. AIKEN. Thnat menns that the re-
tircment conld apply to alicns—{foreisn-
ors?

M. STENNIS. No; it will apply only
to U.S. titizens.

Mr. ATKEN. Only to U.S, citizens?

Mr. STENNIS. ‘That is correct. The
bill will cover only U.S. citizens.

Mr. AIKEN, When those people go
on retivement ant X corvect in assuming
that their names will be kept scerct while
they arve employed? ‘

] Mr. STENNTS, No: there will be no
seeret lst of those people alter they are
votired,

i -~

H
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Mr. RUSUELL. Mr, President, will
the Sentor yield?

Me, STENNIS, Iyl

Mr. USSELL.  This retirement sys-
tem is Jnrrely patierned on the retiree
ment system for foreign service person-
nel. It is nol quite so liberal as the
retirement system for foreign service
personnel abroad. We made some parts
of it conform to the civil service retirve-
ment system rather than the system for
forcien serviee employees abroad; but,
generally speaking, it is patterned upon
the retirement system for foreign service
cmployecs over.cas.

QIr. AIKEN., A very gencrous system.
With that explanation and that under-
standinn, 1 have no objection,

Mr., STRNNIS. I thluk that sume
marizes the bill in larre part. Gen-
erally speakine, this special system for
a limited number of CIA employces is
bascd upon the retivement system for
Foregin Service employees abrond, cx-
eepl that it Is not so broad and general,
bhue is more imited.

Also, there §s n Himitatton on the nume-
her that ean be retived under ihis bill,
Not more than 400 may he retired under
this legislation during the perlod from
the date of enactment to June 30, 1969.
There is nlso o limitation of 400 during
the next S5-year period from June 1,
1949, until June 30, 1074,

Mr. AIKEN. In  determining  the
amount of rctirement benefits, I pre-
suine that previous service in other
arencies of the Government would be
taken into eonsideration?

AIr. STENNIS., Yes; that would be a
part of the compensation.

At the present time all employees of
the Central Intellipence Ancncy are un-

‘der the normal clvil service provistons for

retirement purposes. The need for this
bill arizes from the fact that because of
tha conditibns of service, not all of the
CIA cmplovees who are suvporting and
conductinT intellizence activitics abroad
can anticipate the period of employment
roquired for retirement under the pres-
ent civil service provisions, Tor this scg-
ment of CIA cmployees this bill creates a
spueial retiroment system  which  will
make it possible for thesc cmployees to
retire at an eavlier age and with a less
severe financial penalty than the present
civil service system employces. It is ex-
pected that not more than 30 pereent of

“the Azency employees would be covered

under this new system. Not all of these,
of course, wonld cver qualify for retired
pay. '

As we nll know, the entire CIA opern-
tion is an Intelligence cffort. At this
point, Mr. President, the question natu-
rally arises as to how there can be a clear’
line of distinction between those cm-
ployees who would be covered under this
bill and thosec who would rcmain under
the civll service system. The bill coni-
tains two specific provisions on this point.
Flvst, it provides that the Dircctor, in
naming the employces to be covered un-
der this system, will desienate only those
determined by him to be In support of
Arency activitles nbroad, and hazavdops
to the Jtfe and health of the employce, @

mmvseeemméo
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beenuse of seeurity requirements, to Le
clearly distinrmshable from normal Gova
crnment employment. Lrcond, there s a
specific Wmitation, 1ot in the Houre ver-
sion, which provides that except for tlise
ability retirements, nnt more than 400
employees will be retired under this lenis.
Jation during the period from the date of
enaeiment to June 30, 1969, Alco, there
5 o limitation of 400 for the next j-year
period between July 1, 1969, and June 30,
1974.

It should aiso be emphasized, Mt Presi-

dent, that the rules and regulations of the

Director for establishing and maintaine
inz this system will become effective nnly
after approval by the chofrmen and
ranking minorily members of the Hnuse
and Senate Commuttees on Armed 5¢rve
ices. .
PRCCEDENTS

The precedents for this type of lexis-
iation may be found in the provisions
how applicable to certain personnel of
the Federal Buvean of Investigntion and
other Federal snvestinative and eniminild
detection activities, and the. reparate
statute now applicable to oreitn Serve
ice nilicers. ‘The premise underlyine this
bill, as well as the forecolnr provisions,
{s a nced for encouraging, and in some
cases directing retivement at nges earlier
than those contemplated by the normal
clivil service employee.

HIGHLIGHTS

Mr. President, hefore discussing the
details of this legislation I would like to
make two obscervations, IMlrst, cven

- thourh this is o lengthy bill, many of the

provisions are similar to those contained
in the elivil service retirement hill. A
repetition of lanfuage {s necescary since
the covered cmployces will be retiring
under the scparate legal system estab-
lished by this bill, Sccond, tha version
now before the Senate is considerably
more restrictive than the form in which
the bill passed the House. TFor the most
part. the House version was similar to the
Toreipn Service Retirement Act whose
provisions are move liberal than the civil
service system. The comimittee was of
the opinion, however, that this special res
tircment problem of the CIA could be
adequately met with a system more sim-
flar to the civil service system than the
House version proposes. The committee
amendments for the most part are
chantes which conform the biil to the
varinus provisions now contained In the
Civil Scrvice Retirement Act.

My discussion will outline the manner
in which the bill departs from the exist-
ing civil service system for the spccial
CIA employces who would he covered.

RETIAEMENT FUND

Mr. President, the bill would create a
retirement fund to be maintained by the
Director. The.employces would contrib-
ute 6': percent of their basic salary. In
addition, the Divector would make csti-
mates for annual appropriations for the
fund. Thc past contributions of em=
ployees would be transferred in this fund,
1t is nlso expected that past contributlons
by the Government would also be trans-
ferred.  Finally, In order to insurc a

mﬂmm systomn, the bl requires

.
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Ahen be multiplied by the number
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an actuarial evaluation of the fund at
fntervads of nol mote 1han § years,
PARLictrANTy

Under the eritevia plready discursed,
the Diveetor wonld designate the persens
known as patrticiparts who wonld be une
der the rpeeinl sy-trm. Fach particl-
pant's record would te reviewed at Jeast
cvery § yeors in ord ot to determine §if
they should rematn under this sysiem,
The bill docs contain a provision 1nscit-
cd in fhe HHou#® providing thot after 13
years of serviee, if thie Dircctor adjudnes
a pers®n to be qualificd for coveraze
under this svstem. he may cleet to re-
main under this retirenment proocram and
not be subject to further review by the
Divcetor for retireniont coverage pure
POses,

AMr. Prestdent, we now come to the
aquestion of just wha? docs this bill pro-
vide for the people who are desighated
as participants,

First, the hill provides for an {ncrease
in what is now known as the retirement
multiplicr. It provides that those under .
this system will have then vetived pay
computed o the bosit of 2 pereemt, nt
thele avernre satney of the Juchest §
consecutive years, ‘FPhis averare would
n{
creditable years of service, not to exceed
35, with the result (hat the maximum
amount of retived poy would he 50 por-
cent of the hir-hest d-year averare.

As we know, under the normal civil
serviee formula the first S-year period is
computed on the basis of 115 pereent of
the hichesy =alary for 5 conscoutive

- years, the next § years 134 percent, with

the remalning service over 10 vears at
2 percent. The bill would therefore ex-
tend to thesce cinplovees the
formula for the Nrat 10 years as conie
pared to the lesser civil service percent-
ages for the flrst 10 years.

RETIREMENT WIT/10UT PENALTY

Mr. President, under the normal eivil
scrvice, all retirements below afge 60 in-
cur a penalty: that is, a rcductinn in
retired payv, even if one is otherwise cli-
gible for rctircment. The pennlty is 1
pereent in retived pay for ecach year
under age 60 to ane 55 and 2 pereent in
retired pay fovr cach year bolow age 55.
As an example, nt age 56 the retired pay
would be reduced by 1§ poreent,.

Mr, President. the bill does not provide
for any penalty in retived pay, and if the
person Is otherwise clinible he will bo
permitted to retire undee the normal 2-
poreent formula,

VOLUNTARY RETIAEMENT AT AGE AG

- The bill would permit pavticipants he-
ginning at age 50, upen applcation, with
the consent of thc Divcetor, to retire
voluntarily, {f they have completed a
total of 20 years of sevvien, Including at
least 10 years with the CIA and a mini-
mum of at least 5 vears of qualifyint
service. It is cxpeeted that normally all

‘of the creditable service would be in the

nature of qualifying service. In certain
cases, howcever, participants may have
completed priov military scrvice or serve
ice In some other Government agency.
With respect to service within the CIA,
exeepl for xwrlods of rolglion ost of
the service wondk praove %

ture; that s, duucs fuvolved In tho cone

.

2-percent -
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ducl and support of lntvlllucncv nctivl-
tiens nbroad.

As an example, Mr. Plr‘sidrnt. If a man
was 75 rears of are and had completed
25 years of rervice, he could voluntarily
retire with 50 percent of his hirhiest
H-year averare. If he were under the
civil fervice system he could voluntarily
retire at ace 55 only il he had completed
30 yeonrs of scervice and even here at a
d-pereent, reduction in retired pay. As
we all know, under the civil service sys-
tem retirement below age 55 is permitted
only if the separation is involuntary,
MANDATORY RUTINEMENT AT AGE 80 AND ADOVE

¥ The bill provides that the Dlvector in
nie dinoretion may mandatoily rotive
participants who ate at Jeast 80 years of
anre and have completed the same service
reaquived for voluntary retircment. His
retired pay would be based on the 2-per-
cent formula,
AANDATORY RETIREMENT WITIT AT LEAST 23
YCARS OF SENVICE
The bill further provides that the Di-
“rector may involuntarily retire partict-
pants who have completed a total of 25
yors of service withont repard Lo nne,
Jprovided the person has completed at
least 1O years of service with the Avency,
of which at least 5 yoaurs are qualifying,
Thiere §s a similar 25-year involuntary
provision under civil scrvice, with the
distinction, of course, that such retire-
ments would incur a penalty.
MANDATORY RETIREMENT DASED ON ACE

The bill provides that participants in
the oradce of GS-18 or above will e man-
datorily retired'upon reaching 63. Those
below GS-18 would be mandatorily re-
tired at age 60. The Dircetor could in all
cases extend the participation servvice for
a period not to exceed 5 years., This
provision is of somewhat limited siznifl-
cance sinee there is no statutory tenure
for CIA employecs. The Director can
terminate the employment at any time,

- DISADILITY SYSTEM

The bill contains provisions for a dis-
ability system comparable to that for
civil service employees with the except=
fon that the disability rctirement pay

would be bascd on the 2-percent form-.

ula.
OTHER FEATUNES

Mr. President, the bill contains a numa-
her of other provisions, most of which are
similar to those contained in the Civil
Scrvice Netirement Act.  These reliate,
amonr: other matters, to the question of
deferred annulties, pnyments for widows
and children, cost-of-living .increascs,
and provisions relating to the ndmings-
tratlon of the rctivement system and
fund. All of these matters are sct forth
in dectail in the committce report and I
shall not attempt to discuss them as &
part of my statement.

COST

Mr. President, with respect to the cost
of this spceinl system, it is anticipated
that over the next 4'% years, through,
June 30, 1969, the total expenditures
from the retirement fund would be ap-
proximatcly $4 million. On an annual
bnsl-; this would averare about $900,000 t‘

terms of additionnl cost, that is, the cost
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of rctirine persons under this bill, ag
compared Lo the cnut if they would he
retived under the civil servicr provisions,
there will be expended an estimated
$600,000 over the next 4%%-vear period,
or about $132.000 on nn annual bhasis,
‘I'his $600,000 fi-:ure s, of course, included
within the total expenditure of $4 mils
lon.
SUMMARY

Mr, President, it is my personal view
that as a matter of neneral policy the
Connress should not enact lcgmislation
which cneouraces the early retircment
of our Government employees. Tpo often
it appears that retirement becornes an
end in itdelf, with theo result that people
are ofton retived at a tina when they
could continue to render valuable service.
The committre felt, however, that bee
cause of the spcclal circumstances ine.
volved, this bill is instificd in order to
meet the speclal problems and conditions
of service with which a serment of the
CIA employces are confronted.

I regret that the seeurity implications
of thls reneral subjuct do not permit a
more extennve discusiinn of some of the
fuet sltuntions, I am sure that all Mem-
hers of the Genate, however, appreciate
the gencral sensitivity surrounding any
dircussion of this general subject.

I might ubserve that one particular
part of the bill relating to the secunity
aspecets 1s the provision requiring that the
rules and resulations for implementing
the act be approved by the chairmen and

ranking minority members of the Housa
and Scnate Committees on Armed Serve
ices. It is planned that the eriteria for
qualifying under this retirement proaram
will be somewhat dectailed aned strict.
The security implications do not permit
disclosure of this aspect of the prozram,.
This provision, however, insurcs that the
appropriate committee representatives
will he fully aware of the opcration of
this program.

I urge the Scnate to adopt this lemisine
tlon as amended by the Committee on
Armed Services.

The PRESIDING OFFICER. The
question is on azreeing to the committeo
.amendment.

The amendment was agreed to. :

The PRESIDING OFFICER. The
aquestton Is on the engrossment of the
?mendmcnt and the third reading of the
) .

The amendment was ordered to be
engrossed, and the bill to be read a third
timeoe,

The bill (11L.R. 8427) was x'cad the third
time and passed.

M1, SALTONSTALL. Mr President, I
move that the Scnate reconsider Lhc voto
by which the bill was passed. '

Mr,.STENNIS. Imove to lny that mo«
tion on thic table. .

The niotion to lay on the table was
agreed to.

‘.

OUTLAWING OF CERTAIN PRAC-
TICES IN CONNECTION WITH
PLACING OF MINOR CHILDREN
TFOR PERMANENT FREE CARE OR,
FOR ADOPTION |

ELD.  Mr, Prcsldent. 1

hate procced to the cone

sideration of Cnlcndnr No. 1532, 8. mx.

\
.
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21 November 1966

A REVIEW AND RECOMMENDATION

v PERTAINING TO POST-RETIREMENT

- - EMPIOYMENT PROSPECTS FOR THE
CLANDESTINE SIRVICES CAREERIST

- "1. ‘This paper is addressed to the question of carly
retirenmeit under the CIA Retirement System and the problenm
of particip:mnts finding second-career employment between the

- ages of 50 aid G2,

2. The Clandestine Services will provide the largest
group of participating annuitants and the prospccts of their

finding satisfying employment will be the poorest of any
single group la the Agency. Several factors contribute to
this situatior, as I see it, and, therefore, call for

special conmiceration by management,

: 3. For the most part, CS retirees are hoping to make
- connections in the business world, a highly competitive
domain and one in which they have had no recent experience
in terms of what Business is seeking. Let me illustrate the
- : import of this conjecture, for I share none of the optimism
which would supgpest that our Retiree Placement Service should
be able to scll the D careerist in what is essentially a
buyer's markct.

4, I would feel far more hopeful if more D carcerists
' w . worc committed to leaving the Agency at age 50. MNorecover,
bl if the formula could be reduced to 45 - 20 - 10 - §, I would
fecl safe in guaranteeing an annual exodus of parade propor-
tions. Vhat I am saying, therefore, is that the longer a
- man waits to change careers the less atiractlve he becomes
to any prospcctive new employer; and most of our early
retirement eoligibles are wailting all too long,

5. On the whole, the D careerist can be thought of indeced
as the type of individual the business world would be
‘ Interested in; intelligent, personable, perceptive, floxible,
- extrovert, and, call it, sensibly sggressive. These are
asscis which register high on the scale of manpower markcte-
ability in the business world, but not when they are wrapped
- in BE8-year old hides, ' ,

6. Business and Industry are looking for specific
characteristics and talents, and in younger bodies than we

= are now peddling. They look primarily at what a man has
been doing in specific business fields during the past ten
- years. By the competitive standards of meaningiul business
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experience, certain of our candidates in the BS= to B2-year
old age brackets would have difficulty qualifying for part-
time work as a shopping center Santa Claus,

%. OFf the 250,000 American exccutives who have entered
the job market this year, 90 per cent were acdtively and
favorably employed., Their motivation for making a move is

_ traceable tos ¢

a. Opportunity to broaden experience and
responsibility;

b. Market and other changes within their
company ; .

¢c. Mergers; and,
d. Personal factors involving their families.

8. The annual compensation for this group has ranged
from $12,000 to $150,000. The average was $24,400; the
median $22,000, Of these U. S, executives, 39 per cent have
had rccent experience at the general manarement level, with
the T1tic of Chairman, President, kxecutive Vice President,
Managing Director, or Division manager. Some 43 per cent,
including some of the foregoing, are qualified sales and
marketing managers, Others were manufacturing executives,
finance, engincering or research and development, and

- personnel executives. The businegs fields break down to

some 88 industry and product categories~=-consumer packaged
goods, industrial processed goods, industrial fabricated
goods, electronics, etc. Hardly the province of the D
carecerist who has spent his last ten years -thinking hard
about political and espilonage details. At best; our D men
might land somewhere dovn the scale of salesmen going out for
Morck, Monganto, or Singer Sewing Hachine. Such concerns
also enploy foreign nationals, obviously, in sales capacitles,
backstopped by an American business managex. True, there
could bo some "protocol" assignments WHErEe Our overseas—
gcasoned linguists could fit in as gspecial assistants or
contact specialists, but industry has not been looking to us
to supply managers. '

9. What this could supggest is that our carcerists are
conpeting for a median salary of $22,000, but against men
who have successiully dcmonstrated on-the~job capabilities
that would command this compensation. The median would
suggest, by and large, where the jobs are. You could say
that our retirces would settle for the $12,000 Jobs; but,

' AOAMEINE i 5
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for their $12,000 slots, Business is seeking the young,
lightly experienced MBA in Marketing with a $50,000 future,
At the $15,000 level, it.should come as no startling news
that Business wants the same overseas animal we want; putting
it in Buginess's own words: a vigorous, aggressive, take=~
charge, young generalist who can go abroad and make the sales
machinery hum. Vhy wouldn't Business be bidding furiously for
the Business-motivated MBA with, say, 5~10 years of pro-
gressively broadening and responsible experience?

10. I emphasize overseas and abroad advisedly, because
our D careerists seem To insist upon a connection with an
American business firm with intecrnational outlets. 1 think
they <o so wisely, albeit nostalgically. If they have any
competitive edpge, it.is that gained by having lived in over-
seas environmentis and feeling completely comfortable in the
process. '"Business" per se in its purely domestic context
offers an unexciting prospect to most D men. Further, the
compoetition is much stiffer when it comes to finding extremely
able younger men who aro perfectly happy to ralse their
fﬂmilios in the Uo S. Ao

1). 1If tho job is not overseas, the groat majority of
our retirces want it to be in Washington, which happens to
be an over-saturated market for the retiree at large, thus.
further narrowing the over-all job chances of our retirees,

12, What strikes me as naivete is the notion we can
call upon our senior officials to place &ny nuaber of D
carecerists sinply by telephoning a friendly corporation
president and putting in a good word for one of our aging
asaets, Presidents of corporations push these offerings
down to their vice presidents in charge of being nice to the
Preaident's friends who have 59~year old hot shots for sale,
¥or one thing, the corporate penslon plan structure von't
ncconmodate the older man, even in the case of Federal
rotirees vho are quite willing to forego participation in
the company'‘'s pension plan, Industry hears this proposition
daily. Many pension systems are all~inclusive, all the
employecs or none, and if the new employee is too old to
partake of, say, a minimum 1l0-ycar portion of the pension
pie, he is too old to hire, period, You couldn't break
through these barriers with a Supreme Couxrt decision., It
just happens to be onc. of the bureaucratic fcatures of
Business—-and a protty good device for turning aside aging
applicants, ‘

| . .- 101 £ L
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13. This is not true of all companies, and sonme of our
candidates will be hired, but on merit, which suggests that
more of them should be testing the posture of their market-
ability in the open market now instead of sitting back and
waiting on RP3 to find them a new home. Many D carecrists
have told us they would leave anytime they can ret an outside

. job; but they are doing little or nothing by way of looking

on their own. I am convinced that the majority of our D

retirecs who do find new employment are going to be those =~ -

who paved the way for themselves by making meaningful connece
tions in the course of their Agency careers., Cover security
is really neither here nor there when it cones down to
Opporgunitics for cultivating American business contacts
abxroad,

14, The more it is realized how difficulty it is to
cone by posterctirenent employment, the more the Clandestine
Servicos should concontrate, selectively, on putting
carcerists under commercial cover early in theilr forties,
preferably durable and continuing cover that conceivably
could leave theo retiree in a bona fide commercial payroll
position once he has elected to leave the Agency's employ.

15. This Agoncy can put to rest any notion that RPS can-
score wholesale gains in marketing aging retirecs in
commercial circles. Such placements amount to technical
breakthroughs. And, by the same token, the Agency cannot
change the facts of lifo by simply establishing its own oute

.-gide "~orporation' to pave the.way for thesc samne retirces~e

ns has been recomnended, No Agency proprietary is coing to
change the manpower placenent market or the make-up of the
jndividual concerned., There are many so~-called cxecutive
search outlets that will take on the task at no or little
cost to the marketable candidate, as I shall point out, But
the individual must compete on hig own, by the timely
gurfacing pf his resume Iin appropriate business circleg--
which will be the main thrust of tha recommendation I moan
to nake,

16. What we have said thus far is that D carecrists
have to be thought of as being disadvantaged due to age,
incxperience, and corporate pension plan barriers when it
concs to competing for sccond-carcer opportunities in the
businecss world; that they become immoblilized as they reach
retircment age by refusing to leave Washington unless it mecans
an overseas assignment; that nelther RPS techniques, senior
officials on fricndly terms with corporation presidents, nor
an Agency placement proprietary can change the complexion of
the Business manpower market when it has catablished a high

: : - 102 £
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proference for either younper men or men who are experienced
business executives; that D careerists in the eligible zone
tive 1ip service to retiring early, but that what they mean

is ns soon ag an attractive offer<w~which they are doing
nothing on their own to goncrate--falls into their lap (there
are, however, younger D careerists, not yet 60, making

serious noiscs about leaving when they reach this age); that
the successful job sockers are going to be those who have

nade good business connections in the course of thelx Agency .
careers, and, therefore, the Clandestine Services could
consider providing more commercial cover connections for D
careerists in their early fortles,

17. This leaves us far short of any positive problem-
solving approach, so, for what it is worth, I would make the
following observations and concomitant recommendlations, The
first would be that the Clandestine Services send RPS more
candidates for counseling far earlier in the game, Except
for a merc handful of D careerists who have becn tapped on
the shoulders and told to see RPS in the past twenty months,
the D carccrists who do consult with RPS are doing so
clandestinely, guardedly, and half-heartedly. There is nuch
to mugrest that 1968 is the real target retirement date for
many because it will mean a more respectable high-five salaxy
factor in the calculation of their annuity, The majority
leaving before 1968, therefore, will be those who aro being
forced out at mandatory retirement ages, and, it follows,
extremcly unfavorable extcrnal placcment ages.,

18. TFor the D carcerists who have not establishod
productive employment leads on theixr own initiative and who
lack the experience Businoss is buylng, I think it narrows
down largely to any overseas sales openings that may become
available,

19, In my opinion, the best devico for determining
one's chances for new employment in this area is the Bales
Executive Club of New York City.

20, If the D retirece fashions himself as having the
attributes of an intornational, or domestic, salesman, he can
fi1le 8 resume with the Sales Executive Club at no charge.
This is a clearing house to which many companies pay an
annual fee for access to all resumes on file. Our man who
gays he would leave anytime he can make a connection within
the next two years should put his resume up for grabs now,
for Ivee. The man who is not yet eligible for retircment,
for whatover reason, age, yecars of service, qualifying
sorvice, should not file until GO to 90 days before he is

. : . . £
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may see relocation in a different light. The bidding cannot
begin, however, until a resume is floated outside the Agency.

25, For the prospective retirée who makes no suitable
connection with Business, assuming thils is his first choice, he
should thon consider our findings which suggest that the only
field that i1s wide open to our retirees, at almost any age, is
Education, provided the individual has a graduate degree and is
willing to relocate 1f necessary. The other fields which offer
reasonably good opportunities for the technically qualified
rotiree are Industrial Security, Finance, Real Estate, and
Library Science., The older scientist, engincer, and technological
sipecilalist 18 not as marketable as you might think. Beyond
these borders, the picture gets pretty bleak, and it is beyond
these borders, and into Businecsaz,. . that most D careerists prefer
to project themselves in terms of furbishing their future. We
need to do a bit of fact-facing, therefore, as it embraces the
personnel concerned,

26, This analysis therefore recommends that in the out-
placement of Clandestine Services and certain other retirees we
use the commercial resources described as being available at

- little oxr no cost to the Apgency--networks which provide a con=

sldorably wider scope of second-carecexr possibilities than we
could ever hope to duplicate in-~house, 1f indeed we should be
trying to.,

27. Again, RPS cannot be counted on oxr oxpected to find
second carcers for all aging aspirants., Any placement at theseo
age leovels is almost an accident of the system, 8Still, it is
the psychological nmind- set of many about to be retired employecs
that RPS was established for the purpose of insuring them a new
livelihood, preforably in Washington ox at the overscas base of
thelr choico, I think we would be far wiser to force them to
the conclusion that if they can't help themselves find a new
career with a minimum of Agency assistance, they are going to
have to scale down theéilr standard of living to the size of theilr
annuity. The size of some annuities might force a few careerists
to think serlously of selling thelr secrets to the enemy. What
the younger CIA Retirement System participant (age 45 -~ 48)

should be encouragedto do instead is consult with RPS well in

ndvance of a retirement target date, if any, so that he will
have & better feel for what he could be doing in the meantime
either to cushion the shock or retread himself for a different
fleld of -émployhent;®: FRILY God aite A
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